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ABSTRACT 
Teacher shortages are predicted in a l l  areas of pub lic 
education. These shortages are a lready a reality for science and 
mathematics. The overa l l  purpose of this study was to identify 
maj or workplace variab les that affect job satisfaction within edu c a­
tional organizations . Once identified these variab les were utilized 
to construct an intervention framework grounded in the princip les 
of the Quality of Work life ( QWL) paradigm. The investigation was 
designed as a descriptive study utilizing a survey instrument and 
interviews developed around the QWL model of workp l ace satisfaction. 
The study samp le inc luded 479  secondary c l assroom teachers 
representing a diverse range of school district types from four 
states. A qua lity of work life index was created for purposes of 
anal ysis. Frequencies, correlations and weighted importance and 
satisfaction values were a lso calculated . 
A l l  ma j or variab les ( e.g., work load, recognition, inc lusion, 
working conditions) were perceived at relatively high levels of 
importance by a l l groups of participants. The QWL variables perceived 
to be of highest importance were the extrinsic factors of resources, 
support systems and work load. Those perceived as least important 
were recognition, inc lusion and growth, a l l  intrinsica l l y  related 
to workp lace satisfaction. QWL variab les viewed at a rel ativel y  
high level o f  satisfaction were sense of achievement, resources, 
iii 
j ob enrichmen t and support systems. Areas of least sa tisfaction 
inc luded growth, status and formal rewards. Workp lace fac tors 
perceived as having the highest discrepancy between degree of 
import ance and level of sa tisfaction were forma l rewards and status 
while least discrepant fact ors inc luded job enrichmen t and sense 
of achievement. Severa l significant relationships existed between 
demographic fac t ors representing age, experience, sa lary, and level 
of education and the QWL variab les of highest concern . Based upon 
the above findings, a model was developed to integrate aspec t s  
of the QWL approach to workp lace satisfa c t ion. This model would 
potentia l ly reduce a t t rition among c lassroom teachers representing 
science, mat hema tics, and other instruc t iona l  areas. 
iv 
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CHAPTER I 
PURPOSES AND APPROACH 
I .  INTRODUCTION 
At present , Am e rican educa tion i s  con f ronted by s e ri ou s  
cha l lenges t o  i t s  ove ra l l  w orth and t o  i t s  l eve l of  e f fe c tivene s s . 
S evera l repor t s  from educati ona l commi s si ons  and task force s h ave 
empha sized the p rob l em s  and limit a tions t h a t  are part of both the 
educati onal proce s s  and the t eaching profes si on . The r epor t  of 
the Nationa l Commi s sion on Excel lence in Educati on ( 19 8 3 ) s t a t e s  
t ha t : 
Our s ocie ty and i t s  educ a tional ins titu tions  seem 
to have l o s t si ght of the basic purposes  o f  schoo ling , 
and of the high expe c ta tion s and di scip lined ef fort 
needed t o  a t t ain t hem (p . 5 ) . 
Pub lications by the Task Force on Education for E c onomi c 
Grow t h  s upport thi s  view in thei r repor t , Ac tion for Exce l l enc e 
( 1 9 83 ) , s tating tha t : 
We mus t  re turn t o  basics but the "basics" of the 
2 1 s t  century are not only reading, w ri ting , and a ri thme ti c .  
They inc lude c ommunicati on and higher problem- s olving 
ski ll s , and sci entific and t echnol ogical li t e racy - - the 
thinking t oo l s  that a l low us t o  und e r s t and the technol ogical 
world a round us ( p .  16). 
Among the mos t important prob lem areas have b een the quanti ty 
and quali ty of science ins t ruc tion promo t ed throughout pub lic education . 
Ove r  the pas t  few years , report s from s evera l  sources have point ed 
1 
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t o  the decl ine o f  t he l eve l of s c i en t i f i c  l i t e racy among both s tudent 
and nons tudent popu l a t i ons . A col l aborat ive s tudy c a rr i ed out 
by the Nat iona l S c ience Found a t i on and Department o f  Educa t i on 
s t r e s s ed tha t  i nd ividua l s  w i thin Ameri can s o c i e t y  are  becoming 
l e s s know ledgeab l e  and l e s s  commi t t ed t o  s c ience ( Na t i ona l S c i ence 
Foundat i on ,  1 9 80 ) .  Th i s  s h i f t  in at t i tude and achievemen t has  
caused s hort age s i n  many areas  o f  b o t h  s c ience and t echnology . The 
decrea s ed leve l of s c i ent i f i c  l i t eracy w a s  iden t i f ied as one o f  
t h e  major area s o f  c onc ern b y  t h e  Nat i onal Commi s s i on o n  E xce l l ence 
in Educat ion ' s  repor t , A Nat ion at R i s k : The Imperat ive for Educa t ion 
Re form ( 1983 ) . The report c i ted a s t eady dec l ine in s c ience achievement 
s cores for 1 7 -year - o ld s  as measured by nat i ona l a s s e s smen t s  o f  
s c ience i n  1 9 6 0 , 1 9 73 ,  and 197 7 .  In r e s pons e  t o  the s e , a s  w e l l  
a s  other repor t s , the N a t i ona l Sc ience Board , NSF ' s pol icymaking 
branch , released the pub l i cat ion , Educat ing Am e r i c a  for the 2 1 s t  Century ,  
( 1 9 83 ) , which con t ained many recommend a t i ons . The recommend a t ions 
inc l uded vast  and mean ingful changes in : s tudent part ic ipat ion , 
s t anda rd s  o f  achievement , mec hani sms for eva luat ing achievement , 
me thod s  and qua l i ty of  t e aching , and content of  c l a s s e s . In add i t i on 
t o  t h e s e  change s ,  t he report a l s o  c a l l ed for programs t o  improve 
t he r e t ent i on of qua l i f ied s c ience te acher s .  One of the Comm i s s i on ' s  
s pec i f ic recommendat ions w a s  tha t : Top p r i or i t y mus t be  p l aced 
on ret raining , ob t aining , and ret a inin g  t eache r s  o f  hi gh qua l i ty 
in mat hema t i c s , sc ience , and techno logy , and prov iding them w i th 
w ork env ironment s in which they can be  e f f ec t ive . As a re s u l t 
3 
o f  the s e  repor t s , i t  i s  apparent that not on ly the qua l i ty, b u t  
a l s o  the  quan t i t y of  s c ience and mathema t i c s  ins t ruc t ion w i t h in 
Amer ican educat ion i s  o f  great concern t o  both nat ional and pr o f e s s i ona l 
organizat i ons . 
The foca l point for the current c r i s i s  in sc ience educat i on 
i s  the short age of  qua l i f ied science and mathema t ic s  t eacher s . A 
1 9 8 1  survey conduc t ed by the  As s oc i a t ion for S chool , Co l le ge ,  and 
Unive r s i ty S t a f f ing conc luded that the Uni t ed S tat es i s  fac ing 
a s e ri ou s  shortage of qua l i fied secondary s choo l sc ience t eache r s . 
The surv ey d a t a  ind i ca t ed that 42 s t a t e s  repo r t ed short ages o f  
phys i c s , chemi s t ry , e a r t h  s c ience , and b i o l ogy t eachers  ( Ak in , 
1 9 82 ) . Washington S t a t e  provid e s  a typ i c a l  i l lu s trat ion of  the 
prob lem of dec reas ing numbers  of t rained s c i ence teacher s .  O l s t ad 
and B e a l  ( 1 98 1 )  found that the numbe r  of  s c i ence teaching gradua t e s  
in the s tate of  Wa sh ington decl ined by 3 0% over a recent 5 year 
per iod , wh i le the d emand for sc ience t eachers increas ed by 3 5% .  
They pred i c t ed a s e r ious shortage o f  qua l i f i ed s c ience teachers 
in the years ahead . S everal s tud i e s  ( Howe & Ger l ovich, 19 8 1 ; Watkins , 
1 9 8 1; Guthrie & Zusman , 1 9 82 )  in other par t s  o f  the coun t ry suppor t  
the s e  find ings and pred i c t ions . 
Informa t ion c omp i l ed and ana lyzed by Marcucc io ( 1 9 8 3 ) ind i c a t e s  
t h a t  t he ra t e  of  s c ience and mat h  teacher l o s s  i s  acc e l e rating . 
She proj ec t s  that from the 4% redu c t i on b e tween 1980 - 8 1 , the percentage 
wi l l  increa s e  to a 35% reduc t ion in the s c i ence and mat h  t eaching 
force by  1992 . As a d i rec t resu lt  of  the 1982 shortage approxima t e l y  
3 2,000 math and sc i ence c l as s e s  could not be s c hedu led . In order 
4 
t o  further s t r e s s  the s e r i ou sn e s s  of  the reduc t i on in force , Marcucc i o  
s t a t e s  that 640 , 000 s t uden t s  who w i s hed to  enro l l  i n  s c i ence o r  
mathema t i c s  c our s e s  were  requi red to  take cour s e s  i n  sub j ec t  areas 
where no t eacher shortage occurred . 
The sho r t age o f  qua l i f ied mathema t i c s  and s c i ence ins t ructors  
c ome s at a t ime when cour s e  requi rement s  in these d i s c i p l ines a re 
b e in g  increa s ed . Marcu c c i o  po in t s  out  t ha t  add ing one c ou r s e  in 
e i th e r  s ci ence or math in U . S. schoo l s  would require a 2 0% increase  
in  faculty o r  40,000 more s c ience and mat hema t i c s  t eache r s . Will i am W .  
Turnb u ll , former Educ a t i onal Tes t ing S erv ice P re s iden t , in h i s  
t e s t imony b e fore the S ena t e  Economic Commi t te e  o f  C ongre s s  concurs 
wi th Mar cuc c i o .  Hi s informat ion ind i c a t ed that ab out one- th i rd 
o f  U . S .  secondary s c hools do not o f fe r  enough ma thema t i c s  t o  qual i fy 
the i r  graduat e s  for admi s s ion t o  accred i ted enginee ring s choo l s . 
In add i t i on, h e  s ta t e s, fewer than one - th i rd o ffer phy s i c s  course s  
t aught b y  qual i f ied phy s i c s  teache r s  (Hend e rson , 1 984 ) . 
The shor tage of  qua l i f ie d  s c i ence and math teache r s  h a s  
not only developed due t o  t h e  reduced numbe r  of ind iv iduals prepared 
t o  t each in the se areas , but als o  because of the a t t r i t i on of qua l i f ied 
ins e rvice teachers from the profe s s ion .  A 19 8 2  survey o f  s c ience 
t eache r s  shows that 25% of  younger facu l t y  memb e r s  plan to leave 
teaching and that approximately 5 t imes as many s c ience and ma th 
t eachers left the i r  j ob s  for nonteach ing pos i t ions a s  re t i red f rom 
t eaching in 1980 ( Levin , 1 9 82 ) .  F ind ings in work done b y  He yin 
(1 982 ) ind ic a t e  that  s c ience t eacher s , par t i cu l arly tho s e  in the  
phy s i c a l  s c iences ,  are l eaving t he c l a s s room in al arming numbe r s  
t o  accept pos i t i ons  in bus ines s and indu s t ry .  D a t a  repor t ed by 
Sous a (1984)  a l s o  ind i ca t e  tha t  s c i ence t eachers are b e ing l o s t  
t o  bus ine s s  and indu s t ry .  His s tudy reve a l s  that 4 1 . 5% of  the 
New Jer s ey s ec ondary s choo l s  surveyed sus tained a l o s s  o f  s c i ence 
t eachers to indus t r i a l  or bus ine s s  occup a t i ons . In  add i t i on to 
the overt  l o s s  of  the s e  ind ividua l s , Sousa reports tha t 90% of  
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b o t h  the pub l i c  and ind ependent schoo l s  in the s amp l e  found recrui tment 
of sc ience p e r s onne l very d i fficu l t . 
I t  i s  very apparent that the a t t r i t i on of  s c ience and mathema t i c s  
ins t ruc tors  from t h e  c la s s room t o  occup a t i on s  i n  bu s ine s s  and indus t ry 
i s  a phenomenon that i s  grow ing . Meanwhi l e, replac ing them b e c omes 
increas ing ly d i f f i c u l t  and more s c hoo l s  a re b eing forced t o  u t i l ize 
unqua l i f ied t eache r s  in s c i ence c la s s room s . Thi s  unt enab l e  s i tua t i on 
ha s r a i s ed much concern not only t hroughout the educat i ona l communi ty 
but a l s o t hroughou t the indu s t r ia l / t echnological  com p l ex of t h i s  
count ry . I f  these  trend s  a r e  a l l ow ed t o  cont inue , t h e  que s t ion 
of  whether this nat ion c an succe s s fu l ly mee t the  sc ience need s 
o f  i t s  s tudents and s oc i e ty become s of paramount importance . In  
ord e r  to begin to add re s s  this  s i tuat i on, p rograms mus t  be  deve l o p ed 
t o  reduce the l o s s of  q ua l i f ied sc ience and math teachers from 
the c la s s room . 
I I .  RETENTION STRATE G I E S  
There is a maj or body o f  research emergin g  concernin g the 
basic reason s for teacher attrition. This research can be u tiliz ed 
as a focal p oint in designin g  p rograms to help retain science an d 
mathematics teachers. Much of this research cen ters on the 
investigation of both in trinsic an d extrinsic factors of j ob 
satisfaction. I ntrinsic factors have been identified as those 
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aspects of j ob satisfaction that are in tern ally generated by the 
individual ( i. e. ,  sense of achievemen t and recognition , p rofessional 
growth) . Extrinsic factors inclu de the overt, more traditional 
rewards associated with employmen t su ch as salary an d frin ge benefits. 
Recent studies have indicated that the ability to attract 
and retain qu alified teachers depends n ot on ly on extrin sic rewards 
but also on such factors as organizational con dition s of the workp lace, 
opp ortunities for p rofessional developmen t and the level of in trinsic 
incentives generated by the j ob ( Rosenholtz , 1984). Addition al 
findings indicate that the intrinsic rewards of the educational 
work place outweigh the extrinsic factors. Research conducted 
sup p orts the basic p remise that teachers value the intrinsic, p sychic 
rewards that come from students' academic accomp lishmen ts an d from 
confidence in their own ability to help studen ts learn ( Bredeson , 
1983). Studies completed by Schlechty and Vance (1981) and C hapman 
(1983) emphasize that important reasons for leavin g teaching relate 
directly to j ob satisfaction conditions that negatively affect 
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such areas as profess ional growth and development, recogn ition, 
and interpersonal relationships with colleagues and administrators. 
These studies do cite extrinsic factors ( salary and fringe benefits) 
as contributing to the teacher attrition problem; however, these 
factors are generally subordinate to the more intrinsic rewards. 
Findings by Burno ( 19 81 )  directly support this observati on. In 
this study teachers were given monthly bonuses in an attempt to 
retain them in an urban school suffer ing high turnover rates. This 
approach proved to have no effect on the attrition rate. Therefore, 
decisions to leave teaching seem to be tied more closely to intrinsic 
incentives than to rewards such as salary increases and promotions. 
Rosenholtz ( 1984 ) summarizes much of the teacher job satisfact ion 
research by indicating that the rewards of teaching include sense 
of achievement, feeling of work efficacy, a sense of profess ional 
growth and recognition, support and respect of colleagues and 
supervisors, humane and comfortable work ing conditions, and su itable 
pay and fringe benefits. She stresses that the intrinsic and immed iate 
rewards of teaching are foremost in bringing people into teaching 
and in keep ing teachers in the profession. 
It seems clear that if the problem of science and math teacher 
retention is to be affected, then intervent ions must be developed 
and implemented to deal w ith the level of intrinsic rewards of 
job satisfaction. In order to design effective compensation and 
incentive programs, the structure and function of current organizat ional 
management models must be examined. At present most educational 
organizations func tion through the s cienti fi c  managemen t mod e l  
b a s ed o n  t h e  w o rk of  Max Weber and F redric Tay lor (Gri f fin , 1 9 84 ) . 
Thi s management mode l ,  w hich fun c tions through a t op-dow n , po licy 
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t o  practice o rien t a ti on , has done much t o  develop and sus t ain current 
fac t o r s  of workplace di s s a ti s fac tion . The basic hi erarchi c a l  s t ructure 
of pub lic s c hoo l s  has  in many c a s e s  d e t rac t ed from the e s t ab li shment 
of intrinsic r ewards of the work environmen t ( G ri f fin , B a rne s , 
O ' Ne a l , Edward s , D e fino , & Huki l l ,  1 9 83 ) . An appropri a t e  framework 
t h a t  can be uti lized to guide the form u l ati on of  such job s ati s fac ti on 
int e rvention proj e c t s  i s  provided by the s ociotechni c a l  mod e l  o f  
org anizationa l management .  This management mod e l  furni s hes an 
a l t e rna tive to the s cienti fic management princi p l e s  that have produced 
the pre s ent hie rarchi c a l  s t ruc ture of  pub lic educati on . Through 
the u s e  of s eve ra l a s pe c t s  of the s ocio t echni c a l  mode l ,  many o f  
t h e  int rinsi c  fac t o r s  o f  w orkp l ac e  sati s fac tion can be  improved . 
The componen t s  of  the overal l s ociotechni c a l  model  that addre s s  
the s e  s p e ci fi c  int rinsic variab l e s  a re t e rmed the Qua li ty of  Work 
Li fe (QWL ) management t echni que s .  The QWL approach dea l s  wi th 
j ob sati s fac tion by positive ly affec ting the int rinsic variab l e s  
t ha t  operate wi thin the w orkp lac e .  The s e  variab les inc lude such 
fac tors  as rec ogni tion , a s ense of achievement and profes siona l 
grow t h  as we l l  a s  cont rol over aspec t s  of  work and the work environmen t .  
Through the u s e  of  the QWL mode l ,  management prac tice s  wi thin pub lic 
educati on can be a l t ered in order t o  mor e  e ff e c tive ly improve the 
i n t rinsic rew a rd sy s t em of  the educati ona l w o rkplace . As a direct  
resul t o f  the improvemen t of j ob s a t i s fac t i on ,  an increase  i n  the 
re tent i on of qua l i f i ed sc ience and mathema t i c s  t eache rs  can be 
rea lized . 
I I I .  PROBLEM RATI ONALE 
In view o f  the s eve r i t y o f  the nat i onwide shortage o f  math 
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and s c ience teache r s , programs mus t  be devel oped to  provide incent ive s 
t o  re t a in qua l i f ie d  ind ividua l s  current ly teaching sc ience and 
mathema t ics.  Howeve r , these pro gr ams mus t be  ground ed in e f fe c t ive 
s t ra t e g i e s  b a s ed upon fact o r s  tha t w i l l  have pos i t ive imp act  on 
incen t ive s. I t  i s  vi t a l  t ha t  the incen t ive p rogram deve l op and 
become imp lemen t ed b a s ed upon var i ab les  that  are t ruly importan t  
t o  t ho s e  ind ividua l s  a c t ive ly engaged in t each ing . Not  only would 
e f fec t ive incen t ive s t ra t e g i e s  h e l p  retain people in the c l a s s room , 
but they would s e rve as incent ive s to  b r ing new peopl e  into  s c i ence 
and math teaching . Recent work by Chapman and Green ( 1984 ) ind i c a t e s  
t h a t  groups o f  individua l s  as  def ined b y  t he i r  pattern o f  career 
d eve lopment r e s ponde d  t o  d if ferent incent ive s in  formulat ing t he i r  
career d e c i s i ons . They sugge s t  that admin i s t ra t ors ' e ffor t s  t o  
res pond to  a t eacher shortage by t rying t o  r e t a in qua l i f ied p e r s onne l 
need t o  be care ful ly targeted to  tho se  incent ive s mos t  s a l ient 
t o  the part icular group. In a s tudy conduc ted by O l s t ad and B e a l  
( 19 8 1 ) ,  the maj o r i t y  o f  ind ividua l s  ( 80%) who had l e f t  sc ience 
t eaching cons idered ove ra l l  j ob s at i s f act i on as  the pr ime dec i s ion 
fac tor i n  leaving the profe s s ion. Res pond e n t s  t o  the survey 
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inc luded factors such as l ack of pre s tige or s tatus, inad e quat e  
s upport, l ack of growth opport uni tie s, and t h e  fee ling o f  b eing 
und e r-utilized p rofes siona l l y .  Sal a ry, though an important decision 
fac tor, was found not to b e  a prime fac tor rel ative to career decisions 
b y  s cience and mathematics te achers . Several other research s t udie s 
s upport the impor t ance of job or workp l ace s a tis fac tion a s  a fac tor 
in t eacher reten tion. S tudies done b y  Chapman (1983), Digda ( 1 983), 
and Spector ( 1984) s ta t e d  that conditions re l a t ed to job satis faction 
p roved to b e  very power fu l  in terms o f  p roducing t e acher r e t ention . 
As indicated b y  the previous research, the need for job 
s atis faction appears to be a major fac tor in de termining whe the r 
or not a person wil l  remain in a teaching position . Several of 
the iden tified s atis fac tion factors r e l a t e  dire c t ly to the motivationa l 
framework cont ained in the theorie s of Herzbe rg and Vroom . Factors 
such a s  growth, recognition, s ense of achievement and perc eived 
s t atus were either dire c t l y  or indirec t ly mentioned by many o f  
the individua l s  t aking part in the p revious l y  ci ted s tudies . Acro s s  
s everal o f  the s t udies, hygiene factors were a l s o  identi fied a s  
having important input int o  job sa tis faction . S alary l eve l s ,  working 
conditions and s chedu ling were mos t  of ten indica ted as d e t rac ting 
f rom job s a tis fac tion . It  is c l ear that a t t rition from a te aching 
position is c lo s e l y  linked to the various aspec t s  of workp l ace 
s a tis fac tion. The d e ci sion by individua ls to remain in a teaching 
position seems to be contingent upon the f u l fil lmen t  of motivation 
need s  mediated by the hygiene factors of the workp l ac e . Thus, 
the individual' s  perception of  the quali ty of work life i s  di rec t ly 
indicative of  j ob s a ti s facti on ,  w hich in turn has a n  impor tant 
inf luence on career d e ci si ons . 
Preliminary findings concerning reasons for s cience and 
math t eacher a t t ri tion s eem t o  have been a t  b e s t  ra ther spurious 
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and inconc lusive . Informa tion from the s e  s t udies has no t been co l l e c t ed 
b a s ed upon a c le a r  concep tual foundati on , thus making the formul a ti on 
of  valid int erventions di f fi cu l t . The re fore a more conc ent ra t ed 
e f fort  t o  col l e c t  d a t a  b a s ed upon a v alid theore tical mod e l  i s  
need ed . The ins ti t u ti on o f  a more focu s ed inves tiga tive approach 
wi l l  enab le  the con s t ruc tion o f  a framework that wi l l  laad t o  di rect 
improvement s in the  quality of  workli fe for individual s teaching 
s cience and ma thema ti c s . 
The proposed s tudy i s  designed t o  gener a t e  more speci fi c  
d a t a  re lative t o  t h e  w o rkp l ace s a ti s facti on nee d s  o f  s cience and 
math teacher s . The approach o f  thi s  s t udy wi l l  be t hrough the  
int egrati on of  s everal mo tivational framew o rk s .  The t heori e s  of  
Mas low , Herzberg and Vroom wi l l  b e  u ti lized to focus data  c o l l e c tion . 
Thus, the d e si gn of  the s tudy wi l l  concent r at e  on the p robl em of  
t eacher a t t ri tion through the quali ty o f  worklife paradi gm . As 
a resu l t  o f  the app roach , data wi l l  be  c o l l e c t ed that hav e  a high 
potential to impac t upon the workpl ace factors that hold the  great e s t  
importance t o  s cience and ma th p ro f e s si ona l s . Once the mos t  importan t  
factors  are identi fied , in terventions wi t h  t h e  maximum like lihood 
o f  a f f ec ting t eacher r e t en tion can be  devi s ed .  
IV . PROBLEM STATEMENT 
In order to address the current science and mathema tics 
teacher a t t rition prob lem, informa tion concerning job satisfaction 
variab les is needed . Therefore, the basic purpose of t his study 
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is t o  identify major workp l ace variab les that affec t job satisfa c tion 
within educationa l organiza tions. These specific variab les can 
t hen be u tilized in the construc tion of an intervention framework 
grounded in t he princip les of the Qua lity of Work life paradigm 
t ha t  would have t he potential to effec tive l y  reduce t he loss of 
qua lified science and mathematics teachers from t he secondary pub lic 
school c l assroom . 
V .  RESEARCH QUESTIONS 
1 )  Wha t are t he basic QWL factors that affec t  job satisfaction 
within t he educationa l  organization? 
2 )  Wha t are t he specific QWL fac tors tha t hold the most import ance 
for science and mat hematics teachers? 
3 )  Wha t is the current leve l of perceived satisfaction re l ative 
to the most important QWL fac tors he ld by science and mathematics 
teachers? 
4 )  Wha t  type of overa l l  QWL mode l would b e  useful in predicting 
possib le QWL deficiencies that increase the risk of attrition 
in t he science and mathematics teaching profession? 
1 3  
VI . METHOD OLOGY 
This inves tigation represen t s  a d e s criptive s tudy uti lizing a 
s urvey ins trument  and int e rviews deve l oped around the QWL ( s o cio� 
technical ) mode l o f  w orkplace satis faction . Speci fi c a l ly, the 
s t ud y  i s  designed to de t ermine the s ta t us of  the various QWL vari ab les 
r e lative t o  science and ma t h  teacher w orkp lace sati s faction . The 
s tud y  a l s o  identi�ie s  those QWL variab l e s  that hold the highes t 
l eve l o f  impor tance concerning the dev e l opment o f  w orkplace 
s a ti s fac tion for the targe t popu lation . 
VI I .  SAMPLE 
The samp l e  u ti lized in the s t udy was  compo s ed of c er ti fied 
science and ma thema ti cs  teachers from four s t ates . Inc l uded in 
the s t udy w er e  individua l s  tha t  teach a t  the middl e  s chool l eve l ,  
a s  w e l l  as the high s chool l eve l . S ocioeconomic l eve l s  of  the 
s e l e c t ed s choo l s  ranged from average t o  very a f f luent . The s ocio­
e conomi c  l eve l was  d e fined by the leve l o f  per pupi l expendi tur e. 
In addi tion t o  socioeconomic leve l , the samp l e  was  s tra ti fied as 
to type of schoo l . Ins ti tu tions representing rura l, suburban and 
urban s e t tings w er e  cho s en . 
VII I .  DATA COLLECTION STRATEGY 
The survey ins trument and a pre s truc tur ed interview w ere 
u ti lized a s  the da t a  co l l ection device s . Through the u s e  of 
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both instruments, a larger, more valid amoun t of data could be 
collected. The combin ation of techn iques al so en hanced the p ortrayal 
of the work p l ace, all owing for a more accurate assessmen t of the 
variabl es under in vestigation. The in terviews were used with a 
ran doml y  selected subset of resp on den ts to verify the survey 
responses. They al so served in mak ing a more reliable determin ation 
of the p erceived importan ce of the various motivation and hygiene 
variables. 
The p l anned data col lection strategy invol ved site visits 
by the researcher.  D ata were col lected directly from the partici-
p ants, al l owing opp ortunities to cl arify question s and exp lain 
the obj ectives of the study. This direct method of data collection 
hel ped ensure a very high response rate with enhanced accuracy. 
Through the site visits, a more comp l ete p ortrayal of the characteris-
tics of each workp lace could be obtained. A guide was developed 
to record pertinen t data concern ing each school. 
I X .  INSTRUMENTS 
The instrumen t utilized was developed through an extensive 
set of activities.* Specific variables included as p art of the 
survey instrument wer e identified through an extensive literature 
search. The source materi al used was comp osed of referen ces 
*Selected development activities were accomp l ished in con­
j unction with an informal research group in the D ep artment of 
C urriculum and In struction , UTK, headed by Dr. Jerry J. Bellon .  
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re lated t o  workp lace cond i t ion s , incent ive s t ruc ture s , a s  we l l  
a s  qua l i ty of  work l i fe i s sue s re lat ing to both pub lic and p r iv a t e  
s e ct o r  organi z a t ions . The s e  refe rence s inc luded repor t s  of  both 
qua l i ta t ive and quan t i t at ive re search e f fort s  i n  bus i ne s s  and indu s t ry 
a s  we l l  a s  in educ a t ional  organ i z a t ions . Seve ra l  of the more important 
s tudie s have been re ferenced throughout the l i terature review. 
In add i t i on t o  job s a t i s fact i on and workp l ace research , ten of  
the  more frequent l y  u s ed job  s a t i s fac t i on surveys were examined . 
Such ins t rument s a s  the Minnes ot a  Sat i s fact ion Que s t i onna i re ( E l i z e r  
a n d  Tz iner , 1 9 7 7 ) ,  Hoppock ' s  Job Sat i s fac t ion Measure ( McNi cho l s , 
S t ah l , & Manley , 1 9 7 8 )  and Hackman and Oldham ' s (1974)  Job D iagno s t i c  
Survey provided informat ion re lat ive t o  many of  the more s a l ient 
i s sues  concerning workp lace s a t i s fa c t ion .  A s  a r e su l t  o f  the 
examinat ion o f  the s e  s tudie s and ins t rument s ,  the mos t  freque n t l y  
occurring variab l e s  t hroughout t h e  l i terature were comp i led and 
c la s s i fied . The c l as s i f icat ion cons i s ted of three b a s ic c a t egorie s :  
p e rs onal factor s , organ i z a t ional fac t or s , and out s ide influence s .  
Within each of  the s e  gene ral cat e gor i e s  further conden s a t i on o c curred , 
y i e l d ing spec i f i c  var i ab l e s  conce rn ing impor t ant workp lace c ond i t i on s  
tha t a f fec t job s a t i s fac t ion , leve l o f  work invo lvement and the 
qua l i ty of  work per formance . 
As a resu l t  of  the c l as s i ficat ion procedure, twe lve var i ab l e s  
import ant  t o  the workp lace were ident i f ied .  The s e  fac tors inc lude : 
recogn i t ion , s t a tu s , work l oad , inclus ion , re s ources , work contro l , 
forma l reward s y s t em ,  achievement , working cond i t ions , j ob enri chmen t , 
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support systems, and growth. Each of these twelve specific variables 
were utilized in the construction of a preliminary instrument that 
was pilot tested. The results of the pilot testing were used to 
make refinements in the survey instrument in order to improve aspects 
related to its clarity and form. 
Upon completion of the adjustments to the survey instrument 
a semistructured interview guide was constructed. The interview 
questions were based on the workplace variables addressed b y  the 
survey. The interview further probed issues that are concerned 
with the current status of the workplace conditions. It also 
provided information to further isolate the important variables 
affecting the quality of worklife for science and mathematics teachers. 
In order to gain more information concerning the specific 
context for each workplace studied, school profile information 
was collected. This profile was composed of data concerning specific 
aspects related to school size, socioeconomic level, racial 
distribution as well as other information that could aid in 
describing the workplace. 
X. DATA ANALYS IS 
Survey data were analyzed through the use of descriptive 
statistics. The level and frequency of response for each survey 
item were utilized to construct a detailed profile of respondents' 
perceptions relative to the Quality of Worklife variables in each 
type o f  s e t t ing . The s e  data were then used to deve lop an overa l l  
pro f i le concerning the workp lace variab l e s  that hold the most 
import ance for s c ience and mathema t i cs teachers. 
Corre l a t ion s  we re determined b e tween speci f i c demographi c  
d a t a  re lat ive to the samp l e  popul a t ion and the workp l ace var iab l e s  
t h a t  hol d  the mos t  importance ( e . g., years in te aching compared 
to l ev e l  and fre quency o f  s pe c i f i c  variab les ) .  These corr e la t ions 
served as fur ther input into the ove ra l l  por t rayal of the factors 
that a f fect workpl ace s a t i s f a c t ion. 
Data col l e c t ed t h rough the interview p roc e s s  were subje c t ed 
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to con tent ana ly s i s. Cat e gories for the cont ent ana l ys i s  we re 
d eve loped through a review o f  related l i t e rature as we l l  as through 
the u s e  of the major v a riab les that compose the survey in s t rument . 
Content ana l y s i s  o f  the interview data al lowed for both the ver i f i ca­
t ion of the survey ins t rument as we l l  as for c la r i f i cat ion o f  
percept ions concerning addi t iona l fac tors that influence workp lace 
s a t i s fact ion. 
Through t he s e condary ana l ys i s  and interpretat ion of survey 
responses , corre lat ions, and interv i ew res pons es, major pat tern s  
and t rend s were ident i f i ed. The se p a t t erns served a s  a b a s e  from 
which t he mos t  important Qual i ty of Workl i fe var iab l e s  cou l d  b e  
more ful ly descr ibed . 
XI . IMPLICATIONS 
In order to addr e s s  the cr i s i s  in sc ience and mathemat i c s  
educat ion, t h e  a t t ra c t ion and retent ion o f  qua l i fied teachers i s  
18 
o f  p rime impor tance . Teach e r s  form the c o re of any program des i gned 
to upgrade s c i ence and ma th educa tion . There fore , i t  is importan t  
to  re t ain pro fes s ion a l s  o f  the high e s t  quality in ac t ive c l a s s room 
t each ing . Salary incen tives alone have p roven unsucc e s s ful  ( Ol s t ad 
& Beal , 1 9 8 1; Chapman & Green , 1 9 84 ) . 
Thi s  s tudy can help  t o  identify importan t  fac t o r s  of  work­
p lace s a t i s faction that mus t  be addr e s sed if indiv idua l s  are t o  
b e  a t t ra c t ed and commit ted to  l ong range profes s i onal caree r s  in 
t h e  t eaching of s c i ence and mathematic s . The Na t iona l Science 
Foundation recogn ized t his key point in two of their mos t  recent 
Program Announcemen t s  ( NSF , 1 985 ) .  Thi s  organ i zation emphasizes 
t ha t  i f  programs to  upgrade and t rain teach e r s  are to  be both suc­
c e s s fu l  and c o s t  e f fec t ive , s tra tegies  mus t  b e  devel oped to deal 
w i th workp lace s a t i s fac t ion in  order t o  ensure the l on g  t erm re­
ten tion o f  ind ividua l s  trained through NSF pro j e c t s  or other agency 
and univer s i t y  p rograms . 
CHAPTER II 
QUALITY OF WORK LIFE 
The organizational climate of the developed world has been 
experiencing great change. These changes have been signif icant 
and have affected virtually every area of organizational activity. 
Industry, government, labor, and academe all are experiencing problems 
caused by this change process. In response to this situation much 
theoretical and practical work has been done to effectively address 
organizational problems precip itated b y  the highly unstable environ­
mental and economic cond itions that are caused by change. Throughout 
many organizations, attempts to deal constructively w ith new demands 
have proven to be less than successful in terms of the qual ity 
and quantity of productivity. Due to the lack of success of tradi­
t ional scientific-technical intervention techniques, many organiza­
tions are turn ing to a more humanistic approach to the problems 
of the workplace ( Jenkins, 1983 ) .  Organizations have found that 
the research from the realms of traditional psychology and soc ial 
psychology as well as actual changes introduced into organ izations 
in the United States and other countries have provided a foundation 
to support a new and effective approach to the human resource problems 
of the work ing environment. 
As interest in improving the work environment has grown, 
work-related attitudes have become increasingly more important 
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to the managerial strata o f  a n  organ ization. The importance of 
workplace att itudes and perception has been recognized in popular 
literature such as Studs Terkel1s Working ( 1 9 7 2 )  as well as in 
governmental task force reports deal ing w ith the aspects of the 
workplace. Work in America ( 1980 ) ,  a government report, emphasizes 
that workplace problems stem in large measure from the fact that 
societal change is occurring at a much faster rate than organizational 
change. As a result of these changes, d issatisfaction and al ienation 
from the workplace are accelerating. 
The basic societal forces underly ing these changes fall 
into these three categories. The first, and perhaps the prime 
contributing force, is the change in the composition of the labor 
pool. Work force composition has changed in very sign ificant ways 
over the past 3 0  years. Women are now a major factor in the employ­
ment structure of this country but still earn substantially less 
than men. In many respects, individuals w ithin the work population 
are better educated, thus holding d ifferent perceptions about what 
work should be. 
Change in work force composit ion has also occurred due to 
raising of the mandatory retirement age. Because of the influence 
of economic and medical factors, more older workers are holding 
onto their job s .  Att itudes of profess ional employees throughout 
the work population indicate that fulfillment and growth on the 
job are very important satisfaction factors. These educated individuals 
want more than just salary and benefits; they want a voice in 
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workp lace dec i s ions as we l l  (Howard , 1 9 85 ) . Thi s  s ituat ion comb ined 
with s low economic growth create s particular prob lems for women 
and young emp l oye es in terms of reduced promoti on pos s ib i l it i e s . 
Thus the gap i s  widening between what peop l e  want from the workplace  
and  what i s  avai l ab l e . Organizat ions must dev i s e  proce s s e s  to  
improve j ob s a t i s faction wi thout promot ing everyone . 
The second soc ietal force impac t ing upon the c l imate o f  
organ i z a t ional change re late s to nat ional  and internat ional economic 
env i ronment s . The ove ra l l  context within whi ch organi zations function 
i s  character i z ed by  an inc r e a s ing s c a r c ity of  c r itical resou rc e s , 
a growing interdependenc e of  countries  and indust ries, b a s ic doubt s  
about the bene f it s  of  growth , and occur renc e of  h i gh inflat ion 
rate s caus ing fl uctuations in an increas ingly compet itive env i ronment . 
In  order for organ i z a t ions to effective l y  cope with the change s 
caused by the s e  c ond i t ions , new me thods of  management mu st b e  deve loped 
to a l low for the training for personne l  to funct ion with h i gher 
l ev e l s  of  respon s i b i l ity . 
A third soc ietal force underlying change comes from the 
gove rnment and the legal estab l i shment ' s  s ign i f i cant inte rest in 
the l ega l r i ght s and ent it l ement s  that af fect the way management 
can treat emp loye e s . New laws enacted conce rning af firmative action , 
d e s i gned in part to addre s s  one group's conce rn s  about fai rne s s , 
have made the i s su e  of fairness sa li ent for al l emp loyees . Stein 
( 1983 ) supports the v i ew that the fa irnes s  i s sue make s  treatment 
of emp loyees in the workplace a matt e r  of pub l ic concern, plac ing new 
demands on manage r s  and fue l ing the expectat ions of emp loyees . 
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These three basic societal forces have interacted to change 
the legal and economic environments, thus contributing to the formula­
tion of a relatively stagnant economy, with costs increasing faster 
than benefits. This overall change structure, set in an environment 
of scarce resources, has produced dissatisfaction among workers, 
managers, and professionals. Under these conditions, traditional 
approaches to the management of organizations must be altered. 
Workplace satisfaction is no longer a theoretical or academic issue 
to be debated in isolation. In order to raise the standards of 
productivity and the effectiveness of organizations, issues affecting 
the quality of worklife must be addressed. 
I. QUALITY OF WORK LIFE (QWL) 
The quality of work life (QWL) is a relatively new term 
to describe a framework of workplace intervention processes. The 
actual beginnings of this approach can be traced back approximately 
30 years to changes in the management of workers in the British 
coal mining industry. In the United States, the term as well as 
some activities that currently would fit the term, can be traced 
back at least 10 years. At present, the QWL process is being utilized 
across broad spectra of workplace situations in many countries 
throughout the world. 
It is important to note that the implementation of these 
QWL approaches is viewed as a process, not as a program. By their 
nature, programs have a beginning, a middle, and an end. However, 
most successful QWL efforts are treated as ongoing processes that 
are used to continually assess and adjust specific aspects of the 
workplace. 
The QWL approach to organizational dynamics is a process 
that is becom ing more important as a management strategy in both 
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the public and the pr ivate sectors of this country. Skroven ( 1 983 ) ,  
in his work related to QWL, states that a large number of ind ividuals 
have become awakened to the poss ib ilities for measuring the quality 
of each person' s work ing life and for pursuing qual ity as a goal . 
Basic QWL processes that impact on improved job satisfaction 
vary widely according to the needs of individuals and organi zations. 
As a result of this variety, the def inition of QWL concepts and 
practices acqu ires great diversity. Bowditch ( 1 983 ) indicates 
that the most frequently pursued goals that impact the QWL def inition 
are to improve or promote un ion-management relations, human rela­
tions, worker participation in decisions, socio-technical planning, 
and employee problem-solving groups . Each of these basic goals 
determ ines a specific QWL definition that forms the basis for an 
intervention process . 
Although the diversity of QWL goals and definitions is broad, 
it is important to recognize that the overall QWL process is grounded 
on several basic beliefs concern ing people. These basic unifying 
assumptions give consistency to the QWL approach and form the founda­
tion for all the intervention processes that organizations implement 
to improve job sat isfaction. Some of these value assumptions include 
the following: 
- Peop l e  shou ld b e  t reated in the work envi ronment w i th 
the d i gn i t y  and respect they des e rve as human b e ing s .  
- Peop l e  support what they help to create . 
- Peop l e  in a work env i ronment prefer to l earn and grow 
w it h  the organiza t ion . 
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- Peop l e  want to unders tand how thei r  organizat ion funct ions 
and how the i r  ind ividual e f forts con t r i bute to the who l e .  
Through the u s e  o f  these, as we l l  a s  other b a s i c  as sump t ions, 
s ever a l  defin i t ions of the QWL p roc e s s  have emerged . Robe r t  Gue s t  
( 1 9 7 9) contend s that the t erm Qua l i ty o f  Work L i fe i s  a general 
d e s c r i p t ion that relates to an indivi dual's fee l ings abou t every 
d imens ion o f  work inc luding e conomi c  rewards and benef i t s, securi t y, 
working cond i t ions, organ izat iona l and int erpersonal re l a t ions hips . 
Gues t  t reat s QWL as a p roce s s  b y  whi ch an organiza t ion can at t empt 
to acces s  emp loyees' creativity through d irect involvement with 
de c i s ions that a f f e c t  the i r  work ing l ive s . An important character is­
t i c  of the QWL proc e s s  i s  the emphas is p l aced on both ext r ins i c  
and int r ins i c  goa l s . Whi l e the extrins i c  factors of produc t iv i t y  
and e f f i ci ency are addre s s ed, the intrins i c  aspects of worker per­
cept ions are s tres se d  as having import ant impl i cat ion s a f fe c t ing 
overal l organ izat ional goa l s . Tri s t  ( 1978) further spec i f i e s  thes e  
intr ins i c  and ext r in s i c  workplace factors addressed b y  the QWL 
p roc e s s .  Ext r i n s i c  features of work include f a i r  pay , job securi ty, 
b ene f i t s, s afety , heal th, and due p roc e s s .  Tri s t's int rins i c  fac tors 
r e l a t e  to job vari e t y  and cha l l enge, opportun i ty to learn, autonomy, 
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recognition, support, meaningful social contributions, and workplace 
conditions that enable the development of greater skill and enhanced 
responsibility. 
Nadler ( 1 9 7 8) holds a slightly different view of the QWL 
movement. He emphasizes the structural aspects of the process. 
These structural aspects establish a framework for integrative 
bargaining where both labor and management work cooperatively in 
a problem-solving mode. Through this QWL framework, all members 
of the organization have valid input into the decision process. 
The work developed by Lippitt and Rumbey ( 1 9 7 7) addresses 
many of the same points as the work of Trist. These individuals 
approach the quality of work life from a broad perspective. Their 
definition of QWL refers to the degree to which work provides an 
opportunity for an individual to satisfy a wide variety of personal 
needs. These needs include job security, interaction with others, 
a sense of personal usefulness, recognized achievement, and the 
opportunity to improve skills and knowledge. 
One of the more useful QWL definitions has been formulated 
by the American Society of Training and Development ( ASTD). This 
broad-based definition can be easily applied to both private and 
public organizations. Briefly, this definition views QWL as a 
process to be utilized by organizations which enables its members 
at all levels to actively participate in shaping the organization's 
environment, methods, and outcomes. This value-based process is 
aimed toward meeting the twin goals of enhanced effectiveness of 
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the organiza tion and imp roved quality o f  life a t  work for emp loyees 
( ASTD , 1983 ).  This gene ra l approach to  QWL emphasiz es the importance 
of a value-based proces s that mus t  be designed by  individua l s  within 
the organization to mee t  specific c ontextual need s . 
Although the QWL concept seems to  have many dis parate com-
ponen t s ,  there are several importan t  charac t e ris tics that link 
the componen t s  toge the r .  Koch ( 1 982) synthesizes thes e  commona lities 
as fol l ows: 
QWL i s  a broad, c omprehensive gene ra l c oncep t .  
I t  i s  a phi l osophy with a humanis tic value framework . 
I t  is concerned with tradition a l  it ems o f  labor negotia tion 
(i.e . , pay , bene fi t s, safe t y , p roduction, and e f ficienc y ) . 
- I t  sub s ti t u t e s  s e l f-ac tua lizing or "c omp lex man" mod e l s  
for the narrow "economic man11 mode l. 
- It is concerned with changing the organiza tion ' s  cu l tu r e . 
- It  is concerned with the in t rin sic meaning o f  growth , 
and aut onomy . 
I t  is conce rned with social support . 
I t  is a proce s s  s tressing increasing participa tion and 
development . 
I t  is concerned with social contributions and responsibility. 
I t  is usua l ly a long-t erm e f fo r t  ( p .  1 90 ) . 
In order to  mo re c l early re late  the s e  commona lities dire c t ly 
to the work p lace, S t ein ( 1 983 ) formu lated the fo l lowing s e t  o f  
fundamen t a l  a s sump t ions  which are b asic t o  the QWL proce s s : 
Con t ro l  o r  Aut onomy: This aspect  as sume s the individu a l  
ha s t h e  capacity to  a f fe c t  t h e  work environment through a reasonab le  
amoun t o f  freedom o f  ac tion . 
Recognition: This assumption deals with the real ization 
that persons within the workplace are to be treated as ind ividuals 
as well as contr ibutors . 
Inclusion: This premise recognizes the ind ividual's need 
to be part of a social unit with shared goals and values. 
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Progress and Development: This aspect of the QWL process 
assumes that benef its derived from work should include intrinsic 
rewards from the organization ( i.e. , challenge, professional develop­
ment, accomplishment). 
Extrinsic Rewards: This component addresses the usual benefits 
that come from work such as pay, promotion and other highly visible 
rewards. 
Acceptable Working Cond itions: This basic premise recognizes 
the need for a work environment that prov ides sat isfactory standards 
of space, cleanliness and privacy, as well as adequate material 
support. 
D ignity: This aspect of the QWL process deals with the 
individual's need to be treated with respect under all circumstances. 
It is important that problems are resolved in ways that avoid pro­
fessional embarrassment ( p. 1 8 ) .  
Underly ing these basic formative assumptions of the QWL 
process is the essential concept that ind ividuals or groups have 
the ab ility to posit ively influence their work environments, thus 
i ncreasing the potential for improving organizational effect iveness. 
The QWL operational strategies have been formulated from 
these basic assumptions and designed to affect both the structural 
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and operational componen t s  of an organization . The management 
s t ructure is impac t e d  b y  the QWL p roce s s  through the reorganization 
of decision making ac tivities .  Management involvement doe s not 
operate in a hierarchic al, top-down manner .  Information is con­
sid e red and decisions are made throughou t a l l  the s t ructural leve l s  
o f  t h e  organization. Thes e  decision s are guided by an ove ra l l  
framework o f  goa l s  and objec tives generat ed b y  the speci fic purpos e 
and orientation of the organization . For exam p l e, imp lementation 
of the QWL proc e s s  within an educationa l organization wou ld al ter 
the t raditional decision making s t ru cture s at both the building 
and dis t rict l ev e l s. Principa l s  and superint endent s wou l d  be guiding 
the ove ra l l  decision proce s s  rather than making the specific decisions 
them s e lves . This management s t ruct ure wou l d  al low f l exibi lity 
in res pons e  to change a s  we l l  as inc reased utilization of the p ro­
fessional capacit y of emp loyees . Change s in the s t ru c tura l components 
o f  an organization c au s e  basic a ltera tions in the way management 
ope ra t e s. Through QWL ac tivities emp loyees are perceived as ac tive, 
knowledgeab l e  peop l e  whose views shou ld be solicited and s eriou s ly 
considered in running the organization . It is from this image 
that the central QWL theme of participation emer ge s .  QWL activities 
func tion on the p remise that individuals shoul d  be a l lowed to 
par ticipate in opera tional deci sions which det ermine the conditions 
of their working life . This line of reasoning is par ticu larly 
pe rs uasive when dealing with profes sion a l s  such as teachers who 
have a recognized area o f  expertise re lated direct ly to the overal l 
goa ls of the educational organization . 
The basic QWL process is constructed of three procedu ral 
compon ents: diagnosis, intervention and evaluation. All of these 
components emphasize empirical data collection to ascertain the 
specific issues to be considered by QWL activities. In- depth 
empirical knowledge of an organization is central t o  the diagnosis 
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of needs, the formulation of intervention programs, and the evaluation 
of prog ram effectiveness. D ata concern ing employee perceptions 
relative to workplace issues are vital to the developmen t of a 
well ordered, effective inn ovation , such as the QWL process. It 
is importan t  to determine how employees perceive communication , 
su pervision, role conflict and ambiguity , work overload, work 
environment, participation , compensation, and profession al develop­
ment.  In order for employee perceptions to be understood and acted 
on, they must be considered in terms of their relationship to the 
various consequences of work itself. Among the more salient conse­
quences to be considered are employee stress and militancy, family/ 
work conflict, and various facets of j ob satisfaction . It is clear 
that the QWL process should be seen as an array of activities which 
involve all of these issues and consequences. Only intervention s 
based upon a variety of activities are capable of being adapted 
to the specific needs of a particular organization.  It is important 
to view the QWL process not as a set of generic intervention s which 
can be arbitrarily applied to any organization. A more realistic 
view of QWL centers on its ability to be adapted to t he unique 
concerns of a given organization. 
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As a resu l t  o f  t h e  inhe rent variab i l ity  of  the QWL proces s ,  
i t  i s  d i f ficu l t  to de s c r ibe exac t ly what  a program of interven t i ons 
wou l d  invo lve . QWL proc e s s e s  wi l l  vary in t erms o f  thei r  u s e s , 
the s p e c i fic type of  act ivity ut i l ized , and their s t ructure ( i . e . , 
the degree o f  emp l oyee invo lvement , and the overal l  e f f e c t  on the 
dynamics of  an organ i z at ion) . It i s  t h i s  var iab i l ity  that enab les 
t he QWL proces s to  be h i gh l y  f l exib le  in i t s  adapt ab i l ity  to  a 
wide variety o f  organ i z a t ion s .  
Although the QWL process i s  highly contextua l , there are 
a var i e t y  o f  c ommonl y  u t i l i z ed s t rategies  and ac t iv i t i e s  that can 
be inc luded und er the rub ric o f  this type of organizat ional manage ­
men t . The se ac t iv i t ie s  inc l ude t echn i ques for ind ividua l and group 
par t i c ipat ion in dec i s ions , imp rovement  in c ommunicat ion , j ob 
red e s i gn ing and enrichment ,  and the e s t ab l ishment of prob lem s o lving 
group s .  Severa l of the s pe c i fi c  QWL ac t iv i t i e s  that fa l l  under 
these c a t egories  have been summa r i z ed by Cohen- Rosenthal ( 1 983) , 
as fol lows : 
Qual i ty C i rc l e : Thi s  ac t iv i ty invo lves empl oyees in wo rk s i te­
leve l prob lem- s o lving groups . Teams o f  from f ive to  f i f te en ind ividua l s  
from a common work area have respons ib i l i t y  for ana lyz ing and p r e ­
paring for the next leve l o f  management s o lu t ions to  the prob lems 
they fac e . 
Representat ive Communicat ion Counc i l s : Thi s  s t rat egy inv o lves 
the e s tab l i shment  of  emp loyee comm i t tees  that serve a s  fo rums for 
communication .  
Semiautonomous or S e l f-Managed Work Teams : Thi s  technique 
gives  groups of  emp loyees re spon s ib i l i t y  for turning ou t the who l e  
produ c t  o r  task . The group can make i t s  own dec i s ions about the 
d iv i s ion of  l abor . Memb e r s  control the group , may e l e c t  the ir 
t e am l eade r ,  and may h i r e  and fire . 
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Prob lem-So lving Task Forces or Ac t ion Te ams : Thi s  a c t iv i t y  
creates  g roup invo lvement i n  mak ing b o t h  recommendat ions and dec i s ions . 
They may b e  inve s t igat ive , fac t- find ing , o r  adv i s o ry . They may 
s e t  their own agend a ,  but usua l l y  the i r  agenda i s  de fined . The s e  
groups a r e  usua l l y  t emporary and composed o f  emp loyees f rom acros s 
a broad s pe c t rum of  the organ ization .  
Para l l e l  Organ i z a t i on s : Th i s  s t rategy bui lds t as k  forces 
w i th their own c r o s s -hierarch ical  management s t ructure . Thi s  group 
i s  supe rv ised by and accountab le to i t s  own management group ( a  
s t eering comm i t t ee ) ,  which may b e  b road ly representa t ive . Top 
management is represented on the s teering comm i t tee to  ensure ac coun t ­
ab i li t y , resourc e s , and support . Th is is  the es sence o f  a fu l ly 
developed QWL s y s t em :  a permanent s teering comm i t t ee w i th many 
temporary t a s k  forces report ing to i t , that re sponds to i s su e s  
that a r i s e . Emp loyee deve lopment and invo lvement , and al ternat ives 
to upwa rd mob i l it y  for cha l lenge and reward , are i t s  goal s .  
Through these as we l l  as other QWL techn ique s ,  organ i z a t ional 
prob l ems and needs can be e f fect ive ly addre s sed whi le s imu l t aneou s l y  
affec t ing the qua l ity  of  work l i fe f o r  emp loyees . A s  a resu l t  
o f  the imp lement a t ion o f  the QWL proces s ,  many of  the more s er ious 
workp lace issues can be positive ly affected ( i . e . ,  job enrichment, 
career and profe s s iona l  deve lopment, emp loyee retention, and job 
s atisfaction ) .  
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A l l  of the various QWL activitie s and s trategie s are centered 
on the ba sic theme of meaningfu l emp loyee participation in management . 
The se QWL technique s inc luded within the sociotechnical management 
mode l provide methods to manage the comp lexitie s of a modern organiza ­
tion. Managers, supervisors and emp loyee s shou ld recognize the 
spectrum of participative pos sibilitie s and pick those that best 
fit the s pecific organization in terms of its needs, goa l s ,  obje ctive s, 
type of job tasks, as  we l l  as  the characteristic s  of its work force . 
The succe s sfu l imp lementation of the QWL proce s s  within 
the educationa l  organization depends upon the choice of appropriate 
intervention technique s .  The se technique s shou ld fit not on ly 
the determined needs, but a l so the chara cteristic s of the job tas k s  
and the workforce . The educationa l  workforce is composed primarily 
of we l l  educated, rather sophisticated career employees . The job 
ta sks faced by the se emp loyees are both comp lex and inte l lectua l .  
The s e  tasks re quire emp loyee s to be familiar with e lectronic equip ­
ment such as microcomputers, and biologica l  as we l l  as  psychologic a l  
aspe cts of student mental and physic a l  deve lopment , whi le a t  the 
s ame time dea ling with pub lic ly mandated issue s  such as accountabi lity 
and mainstreaming . An emp loyee of the educationa l  organization 
mus t  recognize mu ltip le causes and effects re lated to prob lems 
encountered in the workp lace and deve lop effective solution s 
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accordingly . Thu s ,  the workplace environment is very compl ex and 
ambiguou s ,  creating overlaps among variou s j ob descriptions and 
responsibilities. Due to the problems and complexities that compose 
the educational org aniz ation , issue of employee workplace satisfac­
tion, stress and compensation become of great importance. Therefore , 
in view of the problems and intricacies of the educational workplace, 
a management system able to effectively function in an environment 
of change is highly desirable. The sociotechnical model of manage­
ment seems to provide an appropriate vehicle through which to establish 
an organiz ational stru ctu re that is responsive to the needs of 
the edu cational workplace. 
The implementation of the sociotechnical model through the 
u se of the QWL process depends upon the accu rate portrayal of the 
needs and perceptions of employees and management. The success 
of the QWL process centers upon the recognition of the linkage 
between perceptions and behavior. Therefore, in order to develop 
a more complete understanding concerning the functioning of the 
QWL process, a brief examination of its theoretical foundations 
is requ ired. 
I I .  QWL : THEORETICAL FOUND ATION 
The QWL process is primarily supported by a complex set 
of interrelated psychological theories. Specifically the work 
of Maslow , Herz berg, and Vroom have contribu ted to the development 
of the QWL movement. As a result of the stu dies of Brayfield 
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and Crocke t t  (1 9 5 5 ) and further work by  Herzberg , Mau s ne r , and 
Pet e rson ( 1 9 5 7 ) ,  unc e r t a inty deve loped concerning the r e l a t ion s h i p  
b e tween j o b  s a t i s fact ion and mot iva t i on. Thes e  s t udi e s  indica ted 
that  i t  could no longer be  s a i d  w i t h  any c e r t a inty that h i gh s a t i s ­
fact ion leads t o  h i gh mo t ivat ion for job performanc e . Much of 
t h i s  re search deal ing with s a t i s fact ion and per formance in t erre l a t e s  
w i t h  the var ious theorie s o f  mo t iva t ion t h a t  have been formu la t e d . 
The mos t  widely u t i l i zed o f  these conceptual mod e l s  i s  the 
theory developed by Abraham Ma s low. In  h i s  mode l ,  Ma s low propo s e s  
the  exi s t ence of  f i v e  leve l s  of human need s. Thes e  needs are arranged 
in a hiera rchy , requi ring the ind ividual to sa t i s fy the l ower- l evel  
needs  be fore progre s s ing into  highe r - l eve l needs ( Mas l ow ,  1954 ) . 
The mod e l  ind ic a t e s  that a t  the lowe s t  s t ra tum needs are phy s io logical 
in nature , inc luding the need for food and wat e r .  According t o  
Ma s low ,  personal e f fort wi l l  b e  focused o n  s a t i s fying the s e  l owe s t  
leve l needs f i rs t . Once  these primary needs are me t ,  individua l s  
wi l l  then work t oward sat i s fying the next l eve l i n  the h i e ra r chy 
r e l a t ive to such s a fe ty needs as she l t e r  and secur i t y .  A f t e r  the 
fu l f i l lment of  s afety needs , Mas l ow theo r i z e s  that social  needs 
begin to eme rge . He d e s cr ib e s  thi s  leve l as the need for " a f f i l iat ion" 
and " r e l a t ednes s . "  Once ind ividual s  have s a t i s fied the needs at 
t h i s  l eve l , they are con fron t ed wi th e s t eem needs . Th is  l eve l r e l a t e s  
t o  t h e  des ire t o  b e c ome recognized through con t r ibut ions to groups , 
o rgani z a t i on s , or others who are s igni f icant in their l ive s . In 
the mot iva t ional model  developed by Ad l e r  (197 8 ) , thi s need has 
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b een equated w i t h  the need for powe r .  The highe s t  leve l o f  Mas low ' s 
mode l addre s s e s  t he individual ' s  need for s e l f  development  which 
he termed the ne ed for " s e l f-actua l i z a t i on . "  Several other mo t iva­
t iona l t heor i s t s  have g iven s im i l a r  cons t ru c t s  such l ab e l s  as 
" growt h" and the "need for ach ievement "  (Alderfer , 196 9 ) . 
In brie f ,  Mas low ' s theory is a mode l that port rays t he 
individua l s  a s  s t r iv ing t o  ful f i l l  spec i f ic uns a t i s f ied  needs in 
a h i e rarchical  manner ,  s e le c t ing b e tween needs on the b a s i s  o f  
the i r  s a l ienc e .  Thes e  b a s i c  a spec t s  o f  Ma s l ow ' s theory d i re c t ly 
inf luenced the work o f  Fredrick Herzbe rg . 
Herzberg ( 1 966 ) approache s wo rkp l a c e  sat i s fac t i on through 
an ana l y s i s  of spec i f i c  j ob factors that inf luenc e an ind ividua l ' s  
percept ion of  work l i f e .  His approach maint a ins that a l l  humans 
have two bas ic types o f  needs that they seek to ful f i l l  at work 
as we l l  a s  in other se t t ings . He rzberg c l ass i fi e s  the s e  b a s i c  
requirement s  as the need to  avoi d  pain and the need for psycho lo g i c a l  
growth . H e  contends tha t bo th t y p e s  o f  need s a r e  gra t i fied t o  
varying degrees depend ing upon speci f ic  j ob t a s k s  and t h e  work 
env ironment. The s e  inpu t s  or j ob factors are d ivided into  two 
b a s i c  group s : tho s e  i s sue s and ac t ivi t i e s  that p revent j ob 
d i s s a t i s fac t i on but do not p romot e  emp l oyee growth , and those fac tors  
that d irec t ly p romo te emp loyee mo tiva t ion and growth . He rzberg 
contends that at t ent i on t o  the fac t o r s  that direc t l y  int e r face 
with j ob sat i s fa c t ion p romot e s  p sycho lo g i c a l  growt h .  The fu l f i l lment 
of d i s sa t i s fa c t ion fac tors i s  a pain avoidance b ehav ior and therefore 
does not gene rate e i ther fee l ing s o f  sat i s fact i on or mo t iva t i on 
t o  wo rk harde r . Herzberg termed the  g rowth-enhanc ing aspec t s  o f  
work mo t iva t i on fac t o rs and the pain-avo i dance aspec t s  hyg iene 
factors . 
The mo t i va t i on fac tors  tend to  be int rins i c  to  the wo rk 
i t s e l f : they rend e r  tasks  more enj oyab le , intere s t ing , and psycho­
l o g i ca l ly rewa rd ing . Spec i f ic fac t o r s  a s s o c i a t ed with t h i s  a s p e c t  
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o f  Herzberg ' s  t heory inc lude recogn i t i on ,  r e s pons i b i l i t y , advancement , 
achievement, and growt h p o t ential.  The hygi ene fac tors  are  gene ra l l y  
extr ins ic t o  the wo rk s i tua t i on ,  and are as s oc iated with the context 
in wh i ch wo rk is  per formed . The s e  fac to r s  inc lude superv i s i on , 
s a lary , working cond i t i ons , s ta tus , j ob secur i ty , interp e r s onal 
re lat ions , and organ i z a ti ona l pol icy and adm in i s trat i on .  
Herzbe r g ' s  mo t iva t i on-hyg iene theory has formed the b a s i s  
f o r  s everal r e search pro j e c t s  in a varie ty o f  bus ine s s  and s e rv i ce 
organ i z a t ions . Educat iona l res earch grounded in th i s  theory t ends 
to support He rzberg ' s  work. Schmidt ( 1 9 7 6 )  found tha t h igh school 
admin i s t rators  a s soc i a t ed mo t ivators with po s i t ive j ob a s pec t s  and 
hyg i ene with negat ive j ob aspec t s . Addi t i onal support come s from 
the work o f  Sergi ovanni ( 1 9 7 6 ) . In a research pro j e c t  deal ing 
w i t h  teacher mo t iva t ion , Serg iovann i found motiva t i on and hyg iene 
factors to be d i f fe rent i a t ed es sen t i a l ly as p red i c t ed by Herzberg ' s  
theory . 
Herzberg ' s  resu l t s  a re based prima r i l y  on intervi ew t echni que s . 
The mo t ivat ion fac t o r s  and hygiene fac to r s  were comp i led by ask ing 
worke r s  que s t i ons  about wha t  made them unhappy or d i s s at i s f ied 
and wha t  made them happy and satis fied . Due to  this technique , 
Herzberg ' s  resu l t s  have received c riticism in that his re su l t s  
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may b e  determined b y  his me thodology . The basis o f  this c riticism 
ha s become more c l ear when the theory wa s t e s ted by t ec hnique s  
other  than int erviews . The use  o f  surveys ,  rating s c a le s ,  and 
check list s  have yie lded mixed res u l t s  in terms of suppo r t  for the 
int erview data . Dunne t t e  ( 19 6 7 )  found support  for the theory whi l e  
Wernimant ( 1 9 7 0 )  did not . Howev�r ,  t h e  non-int erview approach 
doe s c on s is t en t l y  suppo r t  the hypothesis that mo tivation fac t o r s  
a r e  be t te r  p redic t o r s  o f  j ob a t titudes  than are hygiene fac t o r s  
( Armst rong ,  1 9 7 1 ;  Hal p e rn , 1 9 66 ) .  
More  recen t l y ,  Oldham and Heckman ( 19 8 1 )  in a s tudy o f  3 6  
organiza tions found tha t aspe c t s  of  work tasks were very c l o s e ly 
r e lated to emp loyee s ' mot ivation and satis faction , thus suppor ting 
the overal l framework of Herzberg ' s  theory . 
The theorie s o f  motivation dev e l oped by individua l s  such 
as Mas l ow and Herzberg p rovided the b a sis for much of the managemen t  
and o rganiza tion change that occurred in the 1 9 6 0 s  and 1 9 7 0 s . The s e  
theorie s provided a c oncep tua l l y  simp l e  framework to  describe behavior . 
Sinc e they did no t consis tent l y  p redic t behavio r , socia l s cien tis t s  
deve loped more comp lex mod e l s  to exp lain human motivation . 
In orde r to  redr e s s  the prob l ems o f  previou s mo tiva tiona l 
theorie s , Vroom ( 1 964 ) deve loped a mod e l  that is  gene ra l l y  re fe rred 
to  a s  expectancy theory . Vroom views mo tiva tion a s  drive within 
individua l s  to perform par ticular ac tion s . He contends tha t a l l 
ind ividua l s  seek t o  maximi z e  pleasure and minimiz e  pain . As a 
resu l t  o f  t h i s  behavior , the internal drive s  of indi vidua l s  are  
influenced in  int ens i ty and direct i on by the l ikely out c ome s of  
their act ion s . Vroom hyp o t hes i z e s  that the  l ike l ihood and de s ira­
b i l it y  o f  the  resul t s  o f  a given ac t i on are d i rec t l y  propo r t i onal 
t o  the dr ive to p e rform tha t act ion . 
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Expec t ancy theory dea l s  with two b a s i c  types o f  outcome s ,  
d i re c t  outcome s , the imme d i a t e  resu l t  o f  an ac t i on ,  and the indi r e c t  
outcome s , the  con s equence s o f  t h e  imme d i a t e  res u l t s  o f  t h e  ac t i on . 
The s e  s pe c i f i c  types o f  out come s f orm the foundat ion for the three 
basic compon en t s  o f  Vroom ' s theory . 
The f i r s t  maj or component o f  the expect ancy mod e l  dea l s  
wi t h  a n  ind ividua l ' s  sub j e c t ive a s s e s sment  o f  the probab i l i ty o f  
c e r t a in out c ome s .  The perce ived r e l a t ionship between d i re c t  out c omes 
and indirect outcome s i s  t e rmed in s trumen t a l i t y .  Thi s  component 
a t t ends more spec i f i c a l l y  t o  the p e rformance outcome r e l a t ionshi p . 
Ins t rumen ta l i t y ,  therefore , refers to  the sub j ect ive l ink be tween 
accomp l i shing an immed i a t e  outcome and the ab i l i t y  to reach o t he r ,  
r e la t ed goa l s. The second ma j or componen t re l a t e s  t o  an indi vidua l ' s  
perce p t i on o f  t he l i ke l ihood that the des ired d i rect out come i s  
achievab l e . Th i s  componen t is termed expe c t an cy and is u t i l i z ed 
as an indicat ion o f  the e f fort-per formance r e l a t ionship. Thus , 
exp e c t ancy i s  the extent to whi ch people sub j e c t ive l y  l ink their 
behavior to an imme d i a t e  outcome or  goa l . 
Vroom pos t u l a t e s  that ins t rumen t a l i t y and expec t ancy can 
be int e rrel a t ed to deve lop a mathema t i c a l  func t i on . Thi s  product 
p rov ide s  a measure of  the degree o f  force of mo t ivat ion present 
t o  per form a par t i c u l a r  ac t .  
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In ord e r  to gain a more comp l e t e  d e s c r i p t ion of  ind ividual 
mo t ivat ional behav i o r, the expec t ancy mode l a l s o focus e s  on the 
at trac t ivene s s  of  po s s ib l e ind i rect out c ome s .  Thi s  a t t ra c t ivene s s  
component i s  t ermed v a l ence . Valence i s  a measure o f  the relat ive 
impor t ance of  an out come or goal s  t o  the ind ividual .  Vroom cont ends 
tha t d i scovering wha t i s  impor tant to pa r t i cu l a r  ind iv idua l s  wou ld 
a id in mo t ivat ion and improv ing j ob s at i s fa c t ion . F i gure l i l lu s t ra t e s  
Vroom ' s mode l o f  t h e  interre l a t ion s h i p  o f  t h e  bas i c  componen t s  
tha t comp r i s e  h i s  theory . 
Expe c t ancy theory has s erved as  the bas i s  for seve ral  r e s earch 
s t ud i e s  re l a t ive t o  j ob s at i s fact ion . In  general, find ings ind i c a t e  
t h a t  t h e  qua l i t y  of  a n  ind iv idua l ' s  work i s  a fun c t i on of  t h e  de s i r­
ab i l i t y  of the po s s ib l e  outcomes and the u t i l i ty of work for a t t a ining 
thos e  ou tcome s ( Hackman & P or t e r , 196 8 ; Law l e r  & Por ter, 1 9 6 7 ; 
She r id an , Ri chards, & S l ocum, 1 9 7 5 ) .  Throughout the s e  s tud i e s  
i t  was det erm ined t h a t  t h e  val enc e - i n s t rument a l i t y  func t i on was 
a pred i c t or of  performance and workp lace s a t i s fact ion for inne r­
d irec t ed ind ividua ls  ( Lawl e r  & Porter, 1 9 6 7 ) .  This find ing i s  
supported by t h e  charac t e r i s t ics tha t compare inne r-d irected 
ind ividual s. Th i s  type of  ind ividua l has a s t rong be l ie f  that 
out c omes can be a f f e c t ed through the s e  other act ions, thus crea t ing 
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a h i gher exp e c t ancy of succes s .  Due t o  thi s  bas ic charact e r i s t i c 
inne r-d irected ind ivi dual s  are more s t rongly mo t ivated t o  s t rive 
for succes s .  
Res e arch tha t has been carried ou t relat ive to expe c t ancy 
theory c l early and cons i s tently ind i c a t e s  that ind ividua l s  s e l e c t  
occupat ions (Mi t che l l  & Knuds on ,  1 9 7 3 ; Wanou s , 1 9 7 2 )  and spec i f i c  
work t a sk s  ( Vroom , 1 9 6 6 ) b a s e d  on t h e  perce ived va l ence of the  
ind i re c t  outcome s as we l l  as the  ins t rumen t a l i t i e s  of t he various 
o p t ions for a f fe c t ing the s e  outcome s . M i s cke l ' s  ( 1 980 ) r e s e arch 
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found support for V room ' s princ ip l e s  concern ing the educa t ional 
workp l ace . Hi s findings ind icated h i gh corre lat ions between teachers ' 
s a t i s fact ion and the i r  e f fect ivenes s  as  rated by superv i s o r s . 
In  gene ra l ,  expe c t ancy theory ind i c a t e s  that an ind ividual ' s  
choi c e s  and act ions within the workp lace are in fluenced by b o t h  
t h e  degree of  a t t ra c t ivene s s  ( va l enc e )  of  t h e  ind i rect out come s, 
and the ins t rumen t a l i t y  o f  these choices  or act ions relat ive t o  
achieving des i rab l e  goal s .  Thus , Vroom ' s work provides a b a s e  
from which t o  examine the factors t h a t  con t r ibute  to j ob sa t i s fact ion 
and mot ivat i on .  
In order t o  ob t a in accura te and pred i c t a b l e  d a t a  concern ing 
workp l ace s a t i s fac t i on and i t s  ef fec t  on product ivity , both He rzberg ' s  
and Vroom ' s theore t i cal frameworks should be  int egra ted . Th is  
synthe s i s  of the j ob fac t ors app roach and the expe c t an c i e s  app roach 
based on the work of Mas low seems t o  y i e l d  a more va l id mode l fo r 
t he d e t e rminat ion of  workp lace s a t i s fact ion and mot iva t i on .  Herzberg ' s  
mo tiva tion-hygiene fact o r s  can b e  int e rp re te d  and app lied through 
Vroom ' s mode l which c oncerns indire c t  out come s of  an individua l ' s  
behavio r  within a job situation . As a resul t  o f  the framework 
o f  expe c t ancy theory , He rzberg ' s  mo tivation fac t o r s  are lik e l y  
t o  yie ld a higher valence ( to b e  mo re a t t rac tive ) than hygiene 
fac to rs , therefore exer ting more in f luence on an individua l ' s  
mo tiva tions .  The apparent high va lence o f  mo tivation fac t o r s  may 
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be due main l y  to  t he s e  fac tor outcomes being more c l o s e l y  as sociated 
with the e ffort specific a l ly re lated to  the individual . This c l o s e  
a s socia tion wi th t h e  individual would , there fore , mo re c l o s e l y 
link these  high valence fact ors  wit h  day - t o -day expectancie s. 
An examp le  of this in terrelationship can be seen in the con t ext 
of an educationa l  o rganiza tion . A teacher can mo re readil y  exp e c t  
p raise { recognition ) ,  a sense o f  ac comp lishment  ( achievement ) ,  
and the satis faction o f  having learned s ome thing ( gr ow t h ) as out come s 
o f  inv e s ting e f fort  in t eaching than exp e c t  an imp rovement  in hygiene 
fac t o r s  such as an increase in s a la ry or be t te r  supe rvision a s  
indirect out come s o f  tha t expended e f fort . 
A diagram i l lu s t ra ting the syn t he sis o f  Ma s low ' s ,  Her zb e rg ' s ,  
and Vroom ' s mod e l s  is given in Figure 2 ( Silve r ,  198 2 ) . This f l ow 
chart indica t e s  that the motivation to pe r fo rm tasks is a f fected  
b y  the expectancy that  a particu lar ou t come can be achieved and 
by the desirability of that outcome in terms of it s indirect e f fe c t s .  
Based on pas t e xpe rien c e s , individua l s  make sub j e ctive es tima tes  
of  their own expe c t ancie s and the  a t t ainment  of  indirec t  ou tcome s . 
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These, in turn, affect their motivation to perform future job 
related tasks ( Silver, 1 9 8 2 ) .  
Research to support the appropriateness of the integrated 
model was comp leted by several individua ls.  The study carried 
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out by Mitchel l  and Albright ( 19 7 2 )  indicated a strong relationship 
among the factors of job satisfaction, effort, qua lity of performance, 
and retention . These interrelationships were more c losel y  associated 
with valence-instrumentality functions for intrinsic motivation 
factors than with valence-instrumentality values for hygiene factors . 
In order to more fu l ly understand the theoretic a l  foundation 
of the QWL process, two additiona l  considerations must be examined . 
These additiona l  factors are attribution theory and the concept 
of extrinsic and intrinsic rewards .  Attribution theory is a method 
of prob lem solving in which the perceived c ausal links between 
antecedent conditions and factors are ana l yzed in an attempt to 
account for subsequent observed behavior . Briefly, attribution 
theory is applied first through the observation of a behavior . 
The behavior is then judged to be intentiona l  or accidental .  If 
the behavior is judged intentiona l, then an attempt is made to 
determi ne whether the action was caused by a situationa l factor 
or by the individua l ' s  persona lity . For examp le, if behavior for 
the same employee over different job tasks is similar when other 
emp loyees ' behavior differs for each task, then it is highl y  reason­
ab le to attribute that person ' s  behavior to persona l ity traits 
instead of to job related characteristics.  Thus , the attrib ution 
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model dea l s  with factors that have input int o  the reason s  why a 
par t icular ind ividual acted in a c e r t a in way . However ,  when method s  
f o r  d e t e rmi ning and i s o l a t ing t he s e  f ac t o r s  a r e  n o t  com� l e t e l y  
rat i ona l , a t t ribut ional b i a s e s  dev e l op . The s e  b i ases  can occur 
when , for examp le , a manager th inks an employee ' s  sub s t andard work 
is an overt a t t emp t t o  damage the f i rm .  Th i s  behav i o r , there fore , 
may be  a t t r ibuted t o  persona l i t y  t ra i t s  ( s p i t e , ange r , or pre j ud ice ) 
rat he r  than s i tuat iona l factors such as  inade quat e  t ime t o  do the 
j ob we l l .  Accord ing to a t t r ibut ion theory , when an organ i z a t ion 
is experienc ing d i f f icu l ty or ind ividual s  a r e  demora l i z ed , ava i l ab l e  
informat ion i s  ana lyzed in such a way that a n  emp l oye e ' s  behav ior 
o r  a t t i tudes are a t t r ibuted to e i the r persona l i ty or s ituat ional  
fac t o r s . 
The f inal con s idera t ion relat ive to unders tand ing mo t ivat ion 
and i t s  func t ion as  part of  the QWL proc e s s  is  the concept of  e x t r ins i c  
and intr ins i c  rewards . Extrins i c  rewards are t hough t o f  a s  the 
more tradit ional workp lace reward s , such a s  pay , fr inge benef i t s ,  
and working cond i t ion s . In contras t ,  int r i n s i c  rewards are l e s s  
t angib l e , such as  growth o n  the j ob , s t atus , and in tere s t  o r  cur io s i t y .  
The s e  types o f  r eward s  a r e  int ima t e ly re l a t ed t o  the nature of 
the work e xp e r i ence whi le extrin s i c  reward s are re l a t ed t o  the 
context and ma t e r i a l  a s p ec t s  of  the work i t s e l f .  
Al though both of  thes e  factors seem t o  have important inpu t 
i n t o  workp lace s a t i s fact ion , they do no t func t ion in an ad d i t ive 
o r  cumulat ive manner .  Re s earch sugge s t s  tha t adding e x t r ins ic 
reward s to an a l read y  int r i n s i c a l l y  rewarding j ob i s  redundan t 
and does  not nece s s a r i ly increase an ind ividua l ' s  mo t ivat ion , p e r ­
formance , o r  s a t i s fact ion ( Porter & S t ee r s , 1 9 7 3 ; S t aw ,  1 9 7 6 ) . 
As a r e s u l t  o f  the r e l a t i on sh ip b e tween ext r in s i c  and in t r i n s i c  
j ob fac t or s , organ i zat ions would bene f i t  by o f f e r ing j ob s  tha t 
are int r in s i c a l l y  mo t ivat ing . 
I I I . SUMMARY 
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Through the adapt a t i on o f  p rinc i p l e s  in the work o f  Ma s low , 
Herzberg , and Vroom , a uni fied theory has b e en d eve l oped t o  sup p o r t  
the mo t ivat ional approach o f  t h e  qual i t y  o f  work l i fe para d i gm .  
Thi s  ove ra l l  p s ycho l o g i c a l  theory p rov ides  the ne eded found a t ion 
to support the d eve l opmen t  o f  me thods to analyze workplace a t t i tude s . 
The s e  a t t i tude s  have frequent l y  deve l oped from a set  o f  as sump t ions 
tha t emp l oyees  make concern ing d i re c t  and ind irect out c ome s of 
the i r  e f fort s .  Thi s  u n s t ated set  o f  a s s ump t i ons i s  frequent ly 
a t  the cen t e r  o f  the unf avorab l e  at t i tude s  o f  emp loye e s  r e l a t ive 
t o  the i r  organ i z a t i on s . The s e  ne gat ive a t t i tude s  are often due 
to un fu l f i l led exp e c t a t ions related t o  perce ived ou t come s wi thin 
the workp lace . Th i s  l ack o f  mot ivat ion has s e r ious imp l i c a t ions 
for a l l  type s o f  organ i z a t ions . The advent o f  the two - career fami ly 
and h i gher work - re la t ed expe c t a t ions a l l  mean that the du l l , bor ing 
j ob of the p a s t  i s  l e s s l ike ly t o  b e  to lerated . Recen t l y  ind i v i dua l s  
h ave b e gun t o  u s e  the i r  a f f luence t o  enab l e  them t o  b e  more care ful 
in j ob s e lect ion , and many are leaving j ob s  tha t are uns a t i s fying . 
One im� o rtant organ i z a t ional s e c t o r  where thi s pa t t e rn appe a r s  
t o  b e  occur r ing i s  in t h e  educa t ional comm un i t y . 
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As ind i c a t ed b y  the p revious d i s c u s s ion , there is  sub s t an t ial  
theor e t ical founda t i on for the Qua l i ty o f  Work L i fe parad i gm .  Th i s  
foundat ion p rov ides  a framework that can help g ive d i r e c t ion t o  
j ob s at i s fac t ion r e s e arch . 
At present the p r in c i p l e s  o f  QWL are b e ing u t i l i z e d  in b u s ine s s  
and indus try t o  iden t i fy and improve importan t  fac t ors r e l a t ed 
t o  workp lace s a t i s fa c t i on .  There are as ye t very few in s t an c e s  
whe re the s e  p rinc i p l e s  a r e  b e ing app l ie d  t o  educat ional o r gan i z a t ions . 
As ind i c a t e d  in the previou s  sec t ion s  there i s  v i r t ua l ly no s y s t ema t ic 
r e s e arch t o  guide the pre l iminary QWL ap p l i c a t ions in school se t t ings . 
In view o f  the current c r i s e s  in s c i ence and ma thema t i c 
teache r a t t r i t ion ,  the need for j ob sa t i s f a c t i on res earch c on c e rn ing 
this popu l a t i on is  apparen t .  S tu d i e s  of this t ype wou l d  s e rve 
to ext end knowledge r e l a t ive to j ob s a t i s fact i on wh i l e s t rengthening 
t he und e r st anding o f  Qua l i ty of Work L i fe mod e l .  
CHAPTER I I I  
METHODS AND PROCEDURES 
I .  INTRODUCT ION 
Thi s  s tudy ana l yzed the maj o r  QWL fac t o r s  that con t r ibute 
t o  the  j ob s at i s fact ion of sc ience and ma t hema t i c s  t eache r s . The 
s tudy further a s c e r t ained how these fac tors  could be ut i l i zed in 
t h e  formulat ion o f  a program to e f fec t ive ly reduce a t t r i t ion o f  
the se  ind ividual s  from the educa t i ona l organi z a t ion .  The spe c i f ic 
r e search que s t ions deve l oped for t h i s  s t udy were : 
1 .  Wh a t  are the b a s i c  QWL fac t o r s  that a f fect  j ob s a t i s ­
fac t i on w i t h in the educa t i onal organ i z a t ion?  
2 .  What �re the s pe c i fic QWL fac t o r s  that  hold  the mo s t  
imp o r t ance for s c i ence and mathema t i cs t eache r s ?  
3 .  Wh a t  i s  t h e  cur rent leve l  o f  perceived s a t i s fact i on 
r e l a t i ve to the mos t  impor t ant QwL fac t ors he ld by  
s c i ence and ma themat ics teache r s ?  
4 .  Wha t  type o f  QWL mod e l  would be  use ful in p re d i c t ing 
po s s ib l e  QWL d e f i c ienci e s  that increase the r i s k  of 
a t t r i t i on in the s cience and ma thema t i cs teach ing 
profe s sion? 
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I I . STUDY DESIGN 
Due t o  the prel imina ry nature o f  re search within t h i s  area , 
t he s t udy was de s i gned as  a des c r ip t ive research proj ect . Thi s  
des irab i l i ty r e l a t ive t o  the de s c r i p t ive resea rch approach s t ems 
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from the dive r s i ty o f fe red through the u s e  of t h i s  type o f  inve s t iga­
t ive s trategy. Procedure s that fa l l  wi thin the area o f  des c r i p t ive 
res earch a ll ow for the ana l y si s  and eva l ua t i on o f  data through 
a va r i e t y  of vec t o r s . Through the use  o f  b oth quan t i t a t ive and 
qua l i t a t ive t echni que s , mean ingful data pat te rn s can he ident i f ie d  
and exp la ined , y i e l d in g  val i d  infe rences  and conc lus ions . 
The d e s c r i p t ive research approach i s  no t con fined t o  a s ingle 
met hodo logy o f  data co l l ect i on o r  analy s i s . In this  s tudy surveys 
and semi s t ruc tured interviews were u t i l i zed t o  c o l lect  dat a .  Ana l y s i s  
procedure s re l i ed upon nonparame t r i c  s t a t i s t i cal me thods i n  add i t ion 
t o  more qual i ta t ive a pp roaches such a s  con tent analys i s .  F i gure 3 
g ive s a f l ow chart represent ing the overa l l  procedur a l  framework 
for the s tudy. Each of t he flow chart components is exp la ined 
in more detai l within the body of Chapt e r  I I . 
I I I . INSTRUMENT DEVELOPMENT 
In order to more tho roughly inve s t i gate spec i f ic aspe c t s  
o f  each o f  the  proposed rese arch ques t ions , a d ivers i ty o f  ana l y s i s  
procedures  was emp l oyed . These  r e se arch s t rategies  included extens ive 
s ea rch of l i t erature r e l a t ive to bus i ne s s  and indus t r i a l  pub l ic a t i ons 
Figure 3 .  
Reviev re levant l i t e rature ln order 
to iden t i fy basic varia b l e s  that 
form the founda t ion o f  the QWL 
approach to �orkp lace s a t i � fact ion 
P i lot teat survey instrument 
Administer survey and conduct 
interview• 
Construction o f  an overa l l  
QWL model usefu l i n  pred i c t ing 
pos s ib le QWL prob l ems wi thin 
educational or ani z a t i ons 
Procedural Flowchart . 
s o  
a s  we l l  as pe r t inent educat ional document s .  As a re s u l t  o f  th i s  
proce s s  an invent ory o f  impor tant QWL var i ab le s  was cons truc t e d . 
The QWL variab l e s  we re fur ther con s i de red and adap ted to b e  mo re 
r e l evant to the educat iona l wo rkpl ac e . The var i ab l e s  we re then 
u t i l i ze d  to form the b a s i s  for both the survey and i n t e rv i ew 
i n s t rume nt s . 
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Represented within Tab l e  1 i s  a summary o f  s tud i e s  invo lving 
a s pe c t s  related t o  the b a s i c  workp lace var i ab l e s . The s e  s t ud i e s  
d e t a i l  re s earch e f for t s  that have been made concerning b a s i c  a s p e c t s  
o f  the educ a t i onal workp l a c e  that s e em t o  b e  d i re c t l y  r e l a t ed to 
j ob s a t i s fact i on and the qua l i ty o f  work l i fe .  
A s pe c t s o f  i n t r in s i c  as we l l  a s  e x t r i n s i c  workp lace fac t o r s  
s e rve , to a large degree , to det e rmine emp l oyee j ob ' s a t i s fac t i on . 
I t  i s  therefore impor t an t  to acc e s s  informa t ion that g ive v a l i d  
ind i c a t ions o f  both the leve l s  o f  impor tance and sat i s fa c t ion con­
c erning those workp lace variab l e s . One o f  the maj or ways that 
an o r gani zat i on can begin to gather data on the need s , value s , 
perc e p t i on s , and expec t a t ions of i t s  emp l oyee populat ion i s  through 
a carefu l ly con s t ructed survey feedback program . Ra ther than s imp ly 
a s suming that teache r s  want more opportun i t y for growth , invo lvement 
in organ i z a t ional d e c i s ion mak ing , more ma t e r i a l  support or even 
more money , a s urvey feedback program enab l e s  the organ i z a t ion 
t o  i so l a t e  the s e  fac t o r s  much more p rec i s e l y .  
The survey ins t rument ut i l i z ed t o  form the bas i s  o f  t h i s  
s tudy h a s  been deve l oped through the u s e  o f  two s pec i f i c  sources 
Ta b l e  1 .  
V a r i a b l e  
C-atego�y 
Work ing 
Cond i t ion a 
Rt:eource• 
Senoe o f  
Ach h:vt:ment 
Re lated Research ; Maj or QWL Var iab les . 
Au thoro 
Fa i t h ,  H .  S . , Brede aon , P .  V . ,  and 
K a a t e r ,  K .  L. ( 1 982 )  
Her&bers, F . , Hauun� r ,  B . , 
and Snyderman , B. ( 1959 ) 
a lao 
Frase , L. 1. , Ne t ze l •  I� W . , and 
Gran t , R .  T .  ( 1 982) 
Cooke , R. A . , kornbluh , H . ,  and 
Abraml o ,  D. S. ( 1982 ) 
Wangb� r g ,  £. G. et al . ( 1982 ) 
G a l lup ( 1984 ) 
Ort i z ,  H .  0984) 
Weave r ,  T. ( 1 984 ) 
Fru t h , H. S. tot a l .  ( 1 982 ) 
Bradford , J. ( 1980) 
Harootunlan , 8. ( 1980 ) 
C r u l c k•hank , D. R. ( 1 982 ) 
Ka s t e r , K. L. ( 1984 ) 
Type o f  








Gene r a l  De a c r lpt i on and/or F l n d l nga 
Organ i z a t iona l lncent tve a - · hyglene fac t o r, .. t ntenance f a c t o r  e l emen t •  
e x t r in a i c  to the job i t a e l f • · c on text In w h i c h  a c t u a l  job Ia per forme d · ·  
work aet t lng, work ing cond l t lona-·d t a aa t l l f l e r .  
One o f  t h e  baalc j o b  hygiene fac tora• • lapor t a n t  p r ima r i l y  a a  a job 
d h u t h f l e r .  
Large nuaber repo r t ed un pleaaant work env i ronmen t .  
Found work ing cond i t ion• t o  ba aa jor con t r i bu t or t o  diaaat l a fac t lon . 
Lack of pub l ic finan c i a l  1upport for educ a t iona l programs . 
I ncent ive prograa addreaaed the need for program reaourcea , 
Ma jor d ioaat l a f l er among teachera ( t hoae who leave c la a a room)·- lack 
o f  •ate r i a l  aupport . 
Study found t h a t  aupp l i e a  and aat e r i a l  l�p o r t a n t  to aat i a fa c t lon . 
Lack of auppl lea vaa c i t ed aa a •ajor fac t or re l a t ing to job 
d l a •a t i a fa c t ion . 
R�ga r d l e o o  o f  t e a c h i ng leve l moat teachera de f ined aucc e a a  In terms 
of th e i r  pup t l e 1  behav ior• and ac t i v l t i � a - - def lned the lr taak as 
auc c e a a f u l  when o t he r •  (uaua l l y 1tudent a )  emi l e .  p r a 1 e e 1  or reward 
them ln aome way . 
Teach�r goa l e - � e t udent euc c e a e . 
Pe raonal aat l s fact ton f rom M e rvl c e  and compe t e n c e  a1 a profe a n ion a l - ­
i n s t ltut ion a l ly d l a penaed rewa r d s ,  Hoot fu l f i l led b y  wa tch ing 





2 5 5  
8 13 
NA 
Ana ly• h of 








Tab l e  1 ( c ont inued) . 
V a r i a b l e  Type of 
Catoogory Authors lnot ruoumt" General Deacr ipt ton and/or Findill&• 
Sen•e of 
Ach t evt:mt:nt 
(con t i nued) 
R.o:coan it ion 
Ort i z ,  M.  ( 1984) 
rhtha l ,  s. ( 1982 ) 
Chapaon , D. W. , and 
Hutcheoon, S .  M. ( 1 98 1 )  
Chapman , D .  W .  ( 1 983) 
Boyer, I. L. ( 1 983 ) 
Harootun l an , 8. ( 1980 ) 
Go laa&ewak i e t  a l .  ( 1 984 ) 
Ga l l up , A. ( 1980) 
Gl ickman , C .  D.  ( 19 8 5 )  
Ort l • ,  M .  ( 1984) 
Sergiovann l ,  T .  s . •  and 
Carve r ,  f. ( 19 7 ) )  
Hawk e o ,  R . , and Ded rick, D .  ( 1 982 ) 
Maddu x ,  C� , Hend�raont D. , and 






Student achievement an incentive addreaaed by program. 
Ma in intrlnoic reward• Enjoying l n t e r act tono with the a t udento 
regardleoa o f  the outcome o • - a l a o  ach ievement ori ented and reau 1 t o1 
fee l in& lnat rumen t a 1  in otudent • '  accoap1 iahaenta . 
Teachero who remain in taachina oriented toward recogn i t ion and 
approva l of othera . 
Recogn it ion actua l ly rece ived from adain i a t ra toro--o trong poa i t lve 
relat ionsh i p  to career oat i o fact ion. 
Good teache ra ohould be aiven adequate recogni t ion and rewardo. 
Moat teachera def ine the ir took a a  a ucce o o f u l  when othera ( uaual 1 y  
atude nt o )  omi l a ,  pra ilo,  o r  reward them i n  1ome way .  
Lack o f  recogn i t ion added t o  o t r eo o .  
Out o t anding perfor .. nceo 10 unrewarded . 
School improvement-- revardina capable teachera 
Recognit ion incorporated into incent ive proar••· 
Recogni t ion key factor in mot ivat ion o f  teache r o .  
Lack of pos i t ive feedback from adm i n i s t r a t ion l o  one of t h e  moot 
important factoro re l a t ing to teacher otreaa . Lack of recogn i t ion 
for teacher e�c e l lence . 
Lack of adm i n i a t r a t ive apprec iat ion waa c ited •• a major reaoon for 





2 ,  933 returns 
ma i l  aurvey 
NA 
2 3 1  
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Tab l e  1 ( con t inued ) .  
V a r i a b l e  Type o f  




Pe l l l cer 0 984 ) 
Boyer , E. L. ( 1 983) 
Golae�ewoki et a ! .  ( 1984 ) 
Li t t , H. D . , and Turk, D. c. ( 1985 ) 
Darl ing- Hammond , L . , and 
Whe , A .  8 .  ( 1983)  
Kaa te r ,  K .  L .  ( 1 984 ) 
Ort i z ,  H. ( 1984 ) 
Weave r ,  T. ( 1 984 ) 
Pel l l cer , L. 0. ( 1984 ) 
Boye r , E. L. ( 1 98)) 
Go laozewaki et a l .  ( 1 984 ) 
Farbe r , 8. A. ( 1 984) 
Li t t , H. D . , and Turk, D. C .  ( 1985)  
Eng l io h ,  F .  W. ( 1985 ) 






Top p r i o r i t y  concern• expreoaed by teache r • .  Exceoalva c l e r i c a l  wor k .  
Teachera ahould have reduced work load• •da l l y  teaching and/or 4 regu l a r  
c la1a • • • • i on a . Should he exempt fro• non-teaching d ut t e a ,  i . e .  mon i t o r �  
i n g  hal l a ,  lunchroom• and r e c r e a t ion areao ( non· i no t ru c t i o n a l  dut l e o ) .  
Role or work ove r l oad d i rec t a f fec t on leve l  o f  o t re a a . 
Too •uch paper work added to teacher a t r e a a .  
8ureauc ra t t z a t t on ,  paper work and unpro fe a a t on a l po l i c i eo a r e  d r i v in g  
t e a c h e r •  away. 
leward a - - l n a t l t u t iona l l y  d l apenoed • · ama l le r  claoa a ize and help w i th 
paperwo r k .  
Incent ive addreaaed the aapec t o f  work l o a d  •• p a r t  o f  t h e  program. 
Fac tor• that cauee d l a a a t tafact ion t c l aaa roo• c rowd ing , non• 
i n a t ru c t tona l d u t iea . 
Top p r i o r i t y  concerna o job a a t i a f a c t lon , lncon a l o tency of admin i a ·  
t r a t l on I n  dea l ing w i th atudent d l a c l p l lne prob l e�o , lack o f  pare n t a l  
• n d  commu n i t y  euppo r t . 
Teache r •  ahou l d  be oupported ln the maintenance of d l e c l p l lne 
Group oupport impor t a n t  f a c t or in reduc ing a t reaa .  
S i gn i f i cant fac tor i n  the burnout proc e o o  i a  the f a i l ure o f  admi n l o ·  
t r a t o r a  a n d  parent& to provide a u p p o r t  a n d  encour agement t o  teache r e .  
D i e a at i B f act ion w i t h  tiUpervlaor aupport 1 a  a ma j o r  eource o f  concern 
for t e a c hc r o - - oupport and I n t e rest given by p r inc ipa l ma jor factor In 
job o a t i a f a c t lon . 
ASCD taok force on me r i t  pay and c a r ee r l a d de r o - - ochoo l o  lack peer 
eupport eyattm compared t o  oth�r p r o f c a u iooa . 
Lack of pub l i c  auppo r t · · d l a ln t ereo ted par c n t o . 
__ N_ 




N A  
1311 
NA 
Ana l y d a  o f  
a t u d i e a  
5 achool a  
NA 
1 l  
693 
326 
N A  
11 1 3  
V1 
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Table 1 ( cont i nued) . 
V a r i a b l e  Type o f  
Category Authoro Inot rument* Genera l De a c r lpt lon and/or Plnd l nga 
Support 
S y u. t emt� 
( cont lnued ) 
lnc luo i on 
Job 
E n r i c hment 
Kao t e r ,  K. L .  ( 1 984) 
Lieberman, A. , and Hi l l e r ,  L .  ( 1984 ) 
Spa rka , G. H. ( 1 983) 
Tye , l. A. , and Tye, B. B .  ( 1984 ) 
Cruickshank , D. i. ( 1984) 
G l i ckma n ,  c. D .  ( 1985)  
Kaa t e r ,  l. L. ( 1984) 
Ort l � ,  H .  ( 1984) 
Ll eberman, A. , and Hi l l e r ,  L .  ( 1984 ) 
Fru t h ,  H. S .  0982 ) 
Boyer , !. L. ( 1 983) 
G l i c �man , C. D. ( 198S ) 
Kaote r ,  K. L. ( 1 984 ) 






Support from admi n l o t r a t o r o  ranked h i g h ,  but v a r i a b l e  of a a a l a tance 
w i t h  curr i c u lum and i n a t ruc t lon ranked l e a a t  important w i t h i n  the 
c a t e gory ( r ewards l i oted by teacher ) .  
Need invo l vement I n  rewardo makins and pa r t i c i pat ion and ouppor t .  
Teachera impr ove moa t i n  ochool a  where pr inc i p a l  waa ouppor t i ve ,  
c le a r  and conoiatent i n  c o  .. u n icat in& achool po l ic ie o .  
Cond i t ione w i th i n  ochoo l a  promota aharing o f  new knowledge amons 
o t a f f  membe r o .  
Teacher goa l •  mai n t a in poa i t lve interperoonal r e l a t ionahipo w i t h  
c o l l eagueo 1  i f  n o t  fu l f i l l e d ,  d i oaat i a f a c t lon. 
Teacher l o o lat ion ia a fac tor i n  o c ho o l  improveme n t . 
Hore c o l le g i a l  and c o l l abor a t ive p l annlna t o  Improve i n s t ruc t ion , 
Communi c a t i o n  of ideaa t h r ouahout facul t y  addreoaed by program. 
Teach e r  i o o l a t ion a problcm•·necd to provide c o l le c t ive expe rience• 
and ac t lv i t l e a .  
I s o l a t ion a o  a n  occupat iona l problem•• teachero spend t ime w i t h  
o t h e r  a du l t a .  
Increaae j o b  e n r ichmen t - - teacher e x c e l lence fund--compet i t ion grant 
program to �nab le teacher t o  d e a l gn and carry out profe a s tonal 
projec t a .  
Factora tha t inh i b i t  achool Improvement • lack o f  profeoolonal 
d i a l ogue- - c ont i nue t o  loae teacher• unt i l  work p l ace beco•es 
''prof� » B i ona t . •• 
Oppor tun l t lco t o  a t tend mee t i ng• and conve nt iono - - ino t i t ut lonal 
rtwar dB . 
Job " l oc k · i n " · - opportun l t y  for advancement Impor tant var i a b l e  t h a t  
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Tab l e  1 ( con t inued ) ,  
Variable Type of  
Cat egory Authon In•t rum<mt* G�ne ral Ducription and(or F i!ld ingo 
Job 
ln r ichm�nt 





Serglovanni , T. J . , and 
Carver, F. ( 19 73 )  
Farber, 11 .  A .  ( 1984) 
Lltt, H. D . , and Turk , D .  C .  ( 1985 ) 
Gal lup, A. ( 1 980) 
Lieberman , A . ,  and H i l le r ,  L. ( 19 84 )  
Weave r ,  T .  ( 1984 ) 
Fraae, L. 1 • •  S t e t Eel , I .  W- 1 and 
Grant , R. T. ( 1982 ) 
Sweeney, J .  ( 1 98 1 )  
Chapman, D .  w . •  and 
Hutch�son, S .  H. ( 198 1 )  
Boyer, 1! .  L .  ( 1 9 8 3 )  
L i t t, H.  D . , a n d  Tur k ,  D .  C .  ( 1985 ) 
Gallup,  A. 0980 ) 
Ka•ter,  K. L. ( 1984 ) 
Or t i z ,  H. ( 1 984) 




Fee la that much can be done to increase -ot ivat ion of teache r••  
prov iding advancement opportun i t lea--alter ing reopon o i b i l l t iea among 
teache r a --key i ng advanceaent to reopona i b i l i t i e a .  
The majority o f  teacher& were rare ly or ever o a t i o f ie d  w i t h  the 
teache ra '  standing i n  today ' a  aoc iety.  
Low o t a t ua of teaching profeaaion added to job a t r es o .  
Low o t anding of teachina a a  a profeaaion 1  teacher• leaving. 
Variou o  atud iea conc luded ota tua re lated to oe l f  percep t ion. Teacher• 
a t  preaent have precarioua atatua.  
Lack of statuo major d i ll&t i a f ie r  among thoae teacher• who leave 
c laaaroom* 
Addreased aa one o f  Her&berg ' a  impor tant ext rinaic factor• to job 
n t h fa c t ion.  
Grea teat need d e f i c iency waa perce ived ea tee•, the preat ige or a tatuo 
teachers feel in t he i r  ochool poa i t iona . 
Ind icated sal ary important deter•inant of a t t r i t ion . 
Teacher aalariea ahould be increaaed 25� belong rate of i n f l at ion . 
Spec i f ic problem• cauoed by inadequate a a la ry cauaed increased atre aa .  
Salary a t i l l  a major factor and very important . 
Salary ranked low as a factor for entry to teaching- -although a t h i rd 
of men and wom�n were 50� support of fam i l y .  Among top re a o ona for 
leav ing profeaa ion--ranked lower for thoae not leaving. 
S a lary incorporated into incent ive program. 





8 1 3  
NA 
Ana lya i o  o f  
11tudiea 
NA 








Ana l y a i a  of 
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Tab l e  1 ( cont inued ) .  
V a r i a b h •  Type o f  
C a t egory ____ A!Jti!on lnat rument* Genera l Dncript1on aJ\d/or !'l!!<IJ!!.&• 
Formal 
1�-ward• 
Syot .. m 
( cont lnued ) 
Work Control 
Frut h ,  H .  J. ( 1982 ) 
Pe l l icer, L. 0. ( 1 984 ) 
Chapman, D. W . ,  and 
Hutcheaon, S. H. ( 1 98 1 )  
Boyer, E .  L .  ( 1 983) 
Tye, K .  A . , and Tye, 8 .  B .  ( 1984 ) 
Gol a o&ewukl et a l .  ( 1 98 4 )  
Eng l h h ,  r .  v .  ( 1 985 ) 
Dar l l ng· Hammond , L . ,  and 
Vh<: , A. B. ( 1981 ) 
Crulckahank, D. R. ( 1982 ) 
Ga l lup , A. ( 1980 ) 
G l i ckman, C. D. ( l 98H 
K .. t o r ,  K. L. ( 1984) 
Ort h ,  H, ( 1 984 ) 






Study indicated t h a t  reaponden t a  typica l ly d i d  not c i t e  sa l ary and 
f r in&e bene f i t •  aa aajor aourcea o f  job aat i a fa c t ion••aecondary 
importance in teraa of job a a t i o fa c t ion. 
Top prior i t y  concerno ( job aat i o f ac t i on ) o  inadequate p l anning t ime 1 
behavior prob l ema w i th o tuden t a 1  teaching otudenta in regu l a r  c laaa• 
room• who have a e r i oua reading problea. 
Teachera who l e f t  teaching Ind icate d  job autonomy iaportant fac tor . 
A l ao chance to c on t r i bu t e  to iapor tant dec i o iona . 
Teacher ohould have more p lanning and paper work t iae··60 min/day 
c la o o  prepa ra t ion and record keeping. 
Teachera feel impo tent t o  a f fe c t  achoolwlde dec l a lono .  
D l o c i p l lne added t o  a t reaa , 
ASGD taak forc e •  teacher• a r e  not aeanlngfu l ly involved in dec l aiona 
that a f f e c t  them d i re c t l y .  
Ca l l • f o r  mora p e e r  eva luation i n  order t o  slvo teacher• aore work 
contro l .  
Unfu l f i l l ed aoa l area for teacher • •  contro l .  
Control o f  d i a c l p l ine . 
Factor• t h a t  lnhlblt achool Improvement • r e o t r i c ted choice ( achedu l e a ,  
curricu lum p o l i c i c a ) ,  l i t t l e  impact i n t o  dec i o ion mak i n g .  
Rewards l i sted by teacher• • mora preparation t ime . 
Autonomy In onc ' a  work addreoBed in incentive p l a n 1  a l oo the importance 
o f  input Into dec le lona . 
Need involvem�nt tn dec i1 lona . 
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teacher perce ived level e  of i n f luence in the dec i s ion making proeeaa 
were a i gn i f ican t ly related to level o f  Job a a t i a fact ion . 
Importance aaa igned to ac tual  accompl i ehmente in learn ing new thinga•• 
poa i t ively related . 
The l a rge percentage of teacher• felt the i r  work d i d  not provide 
oppor tun i t ies for peroonal growth,  
lncreaaed d i s t rict  oupport o f  add it ional educat ion . 
Profe o o ional development out a lde ochool addreaaed aa component of 
incen ti ve prograa--alao in buildin& ataff deve lopment . Alao incorporated 
advancement opportu n i t i e o .  
Teachero need t o  b e  provided expe r ience• that w i l l  enab l e  thea to grow 
profcniona l l y .  
S t a f f  development more aucceaa fu l  i n  atmoaphere o f  trua t ,  colleaguea h i p  
and formative evaluat ion i n  a l lowin& f o r  teacher growth . 
Lack of opportun i t leo for growth and promo tion major d i e a a t ie f iera 
a•ong thoue who left teaching. 
Study conc luded that peroonal growth ia a powe r f u l  incen t i ve for 
e xc e l lent pe r f ormance i n  the c laaoroom. 
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of information. These sources in cl ude fin dings of prev ious investi­
gations deal ing with teacher j ob satisfaction as wel l  as previously 
publ ished instrumentation used to describe the perception of educa­
tional organ izations. 
As a result of this process, 12 v ariabl e categories were 
identified that rel ate directly to teacher perceptions of the qual ity 
of worklife within education al organization s .  These variabl es 
address aspects of the workpl ace that are both in trinsic and extrinsic 
influences on j ob satisfaction. Ex trinsic categories in cl ude working 
conditions, formal rewards, work l oad, work control , support systems1 
and program resources. Intrinsic v ariabl es that were identified 
address aspects of achiev ement, recogn ition , status, growth, in cl usion , 
and j ob enrichment. These general v ariabl e categories represen t 
the resul ts of both quantitative an d qualitativ e research con cerning 
aspects of teacher stress, j ob satisfaction, and attrition studies. 
Specific fin dings of a representative sampl e  of these studies are 
presented in Table 1. As indicated by the in f ormation con tained 
in Tabl e 1 ,  each of the maj or variabl es that compose the survey 
instrumen t  have been addressed within the con text of sev eral research 
efforts directed specifical l y  at education al organiz ations. 
In addition to the recen t research fin din gs th at touch on 
the quality of work l ife of profession al s within educ ation , severa l 
specific instruments th at address workpl ace concern s were examined. 
These instruments incl ude Hackman and Ol dham ' s (1974) Job Diagn ostic 
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Survey ,  Teache r  At t i tude Survey (mod i f ied vers ion of  the Mas l ach 
Burnout Inventory ) ,  Farber ( 1 984 ) , Minne s o t a  S a t i s fact ion Que s t ion­
naire ( E l izur & Tz ine r ,  1 9 7 7 ) , and Hoppoc k ' s  Job S a t i s f act ion Mea sure 
( McNicho l s ,  S t ahl , & Man ley , 1 9 7 8 ) . 
Through the use o f  recent research f ind ings as we l l  a s  the 
u s e  o f  spec i f i c  component s  of o ther survey ins t rumen t s , d e f i n i t ions 
of the var iab le  ca tegories tha t comp r i s e  the Qua l i ty of  Work l i fe 
Survey were deve loped . These de fin i t ions are p resented b e l ow :  
Recogn i t ion : Acknowledgment o f  one ' s  con t r ibut ions and 
e f fo r t s  ( e . g . , feedback from admin is trators , c o l l eagu e s , studen t s , 
commun i t y) . 
Inc lus ion : Part i c ipat ion as a ful l y  accepted member o f  
a group , with an accompanying sense of  b e l onging exper ienced ( e . g . , 
tota l faculty , work group s ,  or  ind ividual c o l leagues) . 
Growth :  Opportun i t i e s  for persona l deve lopment ( renewa l ) ,  
o f  knowledge , ski l l s , a t t i tudes , and t a l en t s . 
Work Con t ro l : Opportun it ie s  t o  control  or  expand one ' s  
work ( e . g . , invo lvement in dec i s ion a f fe c t ion a l l  aspe c t s  o f  one ' s  
workplace ) .  
Re source s :  The ma teria ls , money ,  peo p l e , t ime , equ ipment , 
and o ther fac to r s  wh ich are or may be ava i l ab le in performing one ' s  
j ob . 
Support Sys tems : The organ i z a t ional arrangements wh ich 
b r ing resources to bear to dea l  with spec i f ic func t ions ( e . g . , 
p sycho logical servic e s , soc ial  services } .  
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F ormal Re ward Syste m :  The contractual p rovisions for compe n­
sating p e op le for the ir work, includ ing salary , be nefits and bonuses. 
Working C onditions : The physical surround ings in which 
e mp loyees' pe rform the ir j obs, including facilities and work sp ace . 
Work Load : The nature of assigned instructional and non­
instructional d utie s, with conside ration of both scope ( e . g. ,  numbe r 
of contacts, class siz e )  and app rop riate ne ss. 
J ob E nrichme nt : Opp ortunitie s to e nhance the quality and 
varie ty of one ' s  work through pe rsonal initiative , cre ativity, 
and leade rship .  
Sense o f  Achieve me nt: Fee lings of pe rsonal reward , confidence , 
and accomp lishme nt e nsuing from student pe rformance , p rofe ssional 
contributions, or pe rceived teaching quality . 
Status : The p re stige and imp ortance ascribed by membe rs 
of various group s ( e. g. ,  stude nts, community ) to a p rofe ssion or 
occupation . 
E ach of the variable categorie s was subd ivided into a se rie s 
of specific statements in ord e r  to increase me asureme nt p re cision . 
Re sponde nts rated e ach statement as to imp ortance and satisfaction 
on sep arate four-p oint scales. De mographic informat ion pe rtine nt 
to the analysis of re sponse s was also obtained . 
IV.  I NTE RVIEW INSTRUMENT 
A semistructured inte rview instrume nt was de ve loped to support 
and valid ate the survey re sp onses .  I nte rvi e w  que stions we re 
formu la t ed t o  gain more spec i f i c  inf o rma t ion concern ing teacher 
percept ions o f  the qua l i ty o f  work l i fe variab l e s . The s e  que s t ions 
a l s o  s e rved a s  a va l idat ion mechan i sm t o  sub s tant ia t e  wr i t ten 
r e s pon s e s  from the survey popula t i on . The i n s t rument ( s ee Append ix 
A )  was compo sed o f  1 2  que s t ions that were de s i gned t o  probe var ious 
a spec t s  o f  teacher work l i fe . The s e  que s t i on s  were admini s tered 
t o  a s t r a t i fied random s ampl e  o f  the teaching s t a f f  a t  each o f  
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the s tudy s i t es . In each c a s e , the int e rv i ew samp le represented 
b e tween 30 and 40% o f  the t eaching facu l t y  d i s t r ibuted propo r t iona t e l y  
acro s s  grade l eve l s  and sub j ec t  areas . 
V .  PILOT TE STING 
Development of the survey i n s t rument was based heav i l y ,  
a s  noted above , o n  the f indings o f  previous research s tud i e s . 
The s e  prior inve s t i ga t ions were used to arr ive at an in i t ia l  s e t  
o f  variab l e s  l ik e l y  t o  inf luence t eache r s ' percept ions o f  the i r  work-
p l ac e  cond i t ions . Thi s  i n i t i a l  framework was deve loped by The 
Unive r s i ty of Tenne s s e e , Knoxv i l l e , r e s earch team conduc t ing an 
exp loratory s tudy o f  teacher work l i fe , and u s ed as a bas i s  for 
the in s t rumen t a t ion u t i l i ze d  in the present s tudy . 
Dur ing the exp loratory or p i lo t  year , the in s t rument and 
procedures for admin i s t ra t ion were extens ive ly t e s t ed in five s choo l 
d i s t r i c t s  located in four s t a t e s .  The admin i s t ra t ion proc e s s ,  
wh ich u t i l i zed a group s e t t ing wi th imme d i a t e  re t r ieval o f  comp l e te d  
ins t rument s by a r e s earch member , proved to b e  a workab l e  procedure . 
Re s pondent s  comp l e t ed the survey ins t rumen t with virtua l ly no 
apparent con c e rn over con f iden t i a l i t y  or t ime demand. 
Seve ra l  a s pe c t s  of the ins t rument i t s e l f  wer e , however ,  
a l t ered a s  a resu l t  o f  pi lot  te s t ing . The respon s e  forma t was 
mod i f ied to inc lude two rather than three s c a l e s . Tho s e  r e t a ined 
we re the scales  d e a l ing with perce ived impor t ance of each i t em 
and current leve l of  s a t i s fac t ion with tha t a s p e c t  of work l i fe . 
The s c a l e  whi ch wa s omi t ted asked s ub j ec t s  to s e lect  four p r i o r i t y  
a rea s f o r  changing the i r  workplace cond i t i ons , informat ion found 
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t o  be  e s sen t i a l l y  ob tainab le  from the i r  other respon se s . In the 
r ev i s e d  ins t rument , too , sub jec t s  were as ked to respond to s everal 
s p e c i f i c s t a t emen t s  re l a t i ve to each general  cat egory (e . g . , work 
load and recogn i t ion ) , rather than s imp ly rat ing the gene ral var i ab l e s  
o n  e a c h  s ca l e . Th i s  change was made t o  incre a s e  mea s uremen t pre­
c i s i on , giving a c l earer p o r t rayal of the nature o f  perce ived and 
va lued workp lace  cond i t ions . 
One add i t ional change emerging from the p i lot te s t ing was 
the inc l u s ion o f  two further var i ab le cat egorie s : job enr ichmen t  
and s t atu s . Thes e  factors were iden t i fied through the ini t i a l  
survey and int e rview re s u l t s  a s  warrant ing spec i f i c  at t en t i on in 
the sub s equent dat a c o l lect ion proce s s .  The revi sed s urvey ins t ru­
ment  i s  presented in Append ix A .  
VI . P E RCE IVED QUALITY OF WORK LIFE MEASURE 
The concept u t i l iz ed to quan t i tat ive l y  port ray the perce ived 
Qua l i ty  of Work L i fe (pQWL ) has been derived through an adaptat ion 
o f  the work o f  And rews and W i they ( 1 9 7 6 ) . Thei r  work deve l oped 
a conceptual  d e f ini t ion for the perce ived qua l i ty of l i fe . Th i s  
definit ion has been adap t ed to  provide a framework through whi c h  
t o  deve lop a ma thema t i cal measure o f  ind ividua l as we l l  as  group 
percept ions o f  the qual i t y of working l i fe .  
D e f in i t ion : The perce ived qua l i ty o f  work l i fe ( pQWL ) 
is  a s e t  o f  affect ive be l ie f s  d i re c ted toward the 
tot a l i ty of variab les  that comp r i s e  the ind ividua l ' s  
work envi ronmen t  ( e . g. ,  forma l reward s ,  sense o f  
achi evement ,  and amoun t o f  work con t ro l )  ( p .  29 7 ) .  
Central  t o  t h i s  d e f in i t ion o f  pQWL i s  naffec t , "  d e f ined 
by Naylor ( 1 9 8 0 )  as a variab l e  "p sycho l o g i c a l  s t a t e , or  fee l ing , 
and there fore a cogn i t ion o f  p leasure , happ ine s s , wel l  be ing , o r  
s a t i s fact ion" ( p .  3 2 ) . The survey ins trument was formu l a t ed to  
operat ional i z e  the  conc ept o f  pQWL. 
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The QWL survey w a s  des igned to  de t e rmine ind ividual percept ions 
r e l a t i ve t o  spe c i f ic i n t r ins ic and e x t r ins ic fac tors r e l a t ed to  
the  work environment . Variab l e s  ut i l i z ed as  ind icators  o f  pQWL 
inc lude : working cond i t ion s ,  resource s ,  work l oad , support s y s t ems , 
formal reward sys t em s , work contro l ,  inc lusi on , j ob en r i chment ,  
sense  o f  achievement , recognit ion , growth , and s tatus . Taken 
together these workp lace var iab l e s  form the founda t ion for the 
a s s e s sment of pQWL . I t  i s  therefore proposed t hat the se pQWL 
var i ab l es funct i on add i t i ve ly wi thin a s pe c i f ic wo rkp l ace . Th i s  
r e l a t ions hip i s  g i ven b y  equation 1 .  
Eq. 1 .  pQWL = ( pQWL : Vl ) + ( pQWL : V z )  + . . . . .  + ( pQWL : Vn ) 
where : 
Expre s se d  in summa t ion form , 
n 
pQWL = E ( pQWL : Vi ) 
i = l  
pQWL = ove ra l l  perce ived Qua l i ty o f  Work L i fe 
pQWL : Vi = perce ived qua l ity o f  each o f  the spec i f ic work 
l i fe var iab l e s . 
VII . PERCE IVED QUALITY OF WORKPLACE VARIABLES : ( pQWL : V i ) 
Each o f  the var iab l e s  that comp r i s e  E q . 1 repre sent s a s e t  
o f  workp lace con s iderat ions addre s se d  by the s urvey . F o r  examp l e , 
the variab le t e rmed "wo rking cond i t ions "  i s  a compo s i te b u i l t  from 
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percept ions conce rn ing three spec i f i c  a s pe c t s  re lated to t h e  phy s i c a l  
env i ronment o f  t h e  work s e t t ing . The se work env i ronment a s p e c t s  
inc lude adequacy o f  b u i l d ing fac i l i t i e s , ava i lab i l i t y  o f  space 
and qua l i ty o f  ma int enanc e . The perce ived importance for each 
of the compone n t s  that are a part of the various QWL variab l e s  
i s  d e t e rmined . The d e gree to wh ich t h e  ind iv idua l perce ive s a 
var i ab l e  to b e  o f  imp o r t ance i s  a d i r e c t  ind i c a t or o f  the l eve l 
o f  p e r s onal value p l aced upon that variab le ( D iener , 1 9 84 ; Rice 
e t  a l . ,  1985 ) .  A s  a result  of t h i s  concep t , the importance va lues 
fo r each of the variab l e s  can b e  compu t e d  d i re c t ly from s urvey 
r e s ponse s .  The imp o rtance value for each variab le is therefore 
a summa t ion o f  the leve l o f  re s ponse t o  each o f  the i t ems within 
the variab l e  catego ry . After an ind i c a t ion o f  the degree o f  
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importance i s  ascertai ned, a determinatio n  o f  the l evel o f  percei ved 
satisfactio n  concerni ng the state of these vari ables wi thi n the 
wo rkpl ace i s  o btai ned from the i nstrument. 
The same i tems that serve to defi ne the vari abl e  concerni ng 
importance l evel are al so uti l i zed to determine the percei ved deg ree 
o f  sati sfactio n  rel ati ve to the maj or wo rkpl ace vari abl es. The 
deg ree o f  satisfactio n  i s  treated as a summation o f  the l evel o f  
i tem responses within each variable catego ry ,  thus yiel ding a 
di rect indi cation o f  i ndividual or group perception. 
In o rder to p o rtray the pQWL : V i fo r an i ndi vi dual o r  gro up , 
i t  i s  necessary to determi ne the rel ati onshi p be tween the degree 
o f  impo rtance and the l evel to whi ch the vari abl e is bei ng sati sfied. 
The term pQWL : V i i s  being defined as a quo ti ent computed by di vi di ng 
the l evel o f  importance by the degree o f  satisfaction as g i ven 
i n  equation 2 .  
Where: 
I v . = sum o f  i mp ortance values wi thi n  vari able categ ory 
� 
S v . = sum o f  sati sfaction val ues wi thi n vari abl e category 
� 
n = number o f  vari abl e categori es . 
For exampl e ,  an i ndi vi dual may percei ve a vari abl e to be 
rel ativel y  unimpo rtant ( an i nstrument respo nse value o f  one) whi l e  
concurrentl y i ndi cating a high deg ree o f  sati sfactio n i n  terms 
o f  i ts ful fi l lment wi thi n the workpl ace ( an instrument respo nse 
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v a l ue of fou r ) .  Through the use o f  the p roposed pQWL : Vi expre s s ion 
t h i s  s i tuat ion would be port rayed by a l ow quo t i ent , in thi s examp l e  
a value of . 2 5 ( 1 / 4 ) . Thi s  type of  t re atment of  ins t rumen t  re s pons e s  
y i e l d s  a ref ined d i s c repancy measure tha t c a n  be  eas i l y  int e rpre t ed .  
The overa l l  pQWL can a l so b e  repre sented for any ind ividual 
o r  group of ind ividua l s  wi thin the workp lace . This overa l l  pQWL 
repre sentat ion is computed as the quo t i ent of the summed impor t ance 
values  acro s s  i t em s  divided by the s ummed s a t i s fact ion va lues 
a c ro s s  i t ems . 
E quat ion 3 represen t s  the compu t a t ion p rocedure to det ermine 
t h i s  overa l l  value . 
E quat ion 3 :  pQWL = 
VIII . SAMPLE 
The s amp l e  ut i l i z ed wi thin the s t udy con s i s ted of 4 7 9  
secondary leve l c l a s s room teache r s . The s e  t eacher s  repre s e n t ed 
the fu l l  range of  both academ i c  and nonacademic ins truc t ional areas . 
In  order to give the s t udy more va l id i t y , part i c ipant fac i l i t ie s  
were chosen from various geograph i c  regions and s choo l d i s t r i c t  
type s . S ix se condary s choo l s  from Tenne s s ee , North Carol i na , Oh io , 
and I l l ino is  compo sed t he s t udy s amp l e . The s e  sc hoo l s  were purpo s e l y 
s e lected  due t o  the ir  invol vement  in a l ong term pro j e c t , as  we l l  
a s  t o  ensure a d ive r s i ty in t e rms o f  soc ioeconomic base  and s t udent 
popu l a t ion . As a res u l t  of  the populat ion s e l e c t ion proce s s  1 5 4  
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sc ience and ma thema t i c s  teachers we re iden t i fied . The se grou p s  
of  te achers compri sed t h e  ma jor  sub samp l e  of interes t .  The s e  
ind ividua l s  furn ished a n  important sub s e t  of d a t a  re la ted spec i f i cal l y  
to several componen t s  o f  the s tud y .  
IX. DATA ANALY S I S  
The d a t a  co l l e cted a s  a resu l t  o f  the study we re comp i l ed 
and ana lyzed through the use of  qual i t at i ve and quan t i t a t ive 
technique s .  Qual i t a t ive me thods were u t i l ized t o  eva luate the 
informa t ion ob t a ined f rom re lated l i terature . Thi s  in forma t ion 
wa s summarized t o  provide a base for the devel opment o f  the var iab le  
categorie s that  composed the  survey . Int erv iew response s were 
ana lyzed through the use of  content ana l y s i s  techn i ques ( Krip pendo rf , 
1 9 80 ) . Survey resu l t s  were ana lyzed through the use o f  several 
quan t i t a t ive me thodologie s . Al l o f  the se techn iques func t ioned 
to form a ne twork of  ana l y s i s  vectors t hrough wh ich to addre s s  
the four b a s i c  resea rch que s t ion s , s ingly and c o l l e c t ive ly . A 
summary o f  the anal y s i s  techn iques re l a t ive to each speci fic  re s e arch 
que st ion i s  given b e l ow .  
Research Que s t ion 1: What are the b a s i c  QWL factors that 
a f fect  j ob sat i s fa c t ion wi thin the educational organizat ion? 
Data Source 
L i t e ra ture concerning qual ity 
o f  school l i fe , j ob s a t i s fac­
t ion , teacher s t re s s  and 
a t t r i t ion . 
Ana lys is Procedure 
De termina t ion of ma j o r  wo rkp lace 
i s sues that may have impact on 
j ob s a t i s fact ion and QWL percep­
t ions . Summary of  findings that 
were directly app l icab le to the 
forma t ion of var i ab le catego r i e s  
that composed the QWL survey 
in s trument . 
( D a t a  Source ) 
Responses  from the QWL survey 
ins t rument admini s t ered to the 
fu l l  range of c l a s s room 
t eachers at the s t udy s it e s . 
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( Analys is  Procedure ) 
Computat ion the frequenc y o f  
re s pon s e s  relat ive t o  t h e  l eve l 
o f  impo r t ance and level  o f  
s a t i s fac t ion conc ern ing each 
of  the variab l e  c a t egor i e s . 
Computat ion of d i s c repan c i e s  
be tween t h e  perceived l eve l of  
impor t ance and the leve l of  
s a t i s fa c t i on .  
Computat ion of means and s t andard 
deviat ions for the r e s pon s e  
cate go r i e s  ( impo r t ance ,  s a t i s ­
fact ion ).  
Computat ion of  means and s t andard 
deviat ions for d i s crepancies . 
Compu tat ion of the pQWL measures 
for each ob servat ion . Calcula­
t ion o f  the  mean, s t andard 
dev iat ion for the pQWL measures 
r e l a t ive to s chool type . 
Res earch Que s t ion 2 :  Wha t are the s pe c i f i c  QWL fac t o r s  
t h a t  h o l d  t h e  mo s t  impor t ance for s c i ence and ma thema t i c s  t e acher s ?  
D a t a  Source 
Survey r e s pon s e s  from the 
s c ience and mathema t i c s  
t eacher sub s e t  of  the 
s tudy populat ion . 
Ana lys i s  P rocedure 
Comput a t ion of  fre quency of 
r e s ponses  relative to the 
l eve l of  import ance concerning 
each of the var iab le ca tegorie s . 
Calculat ion of  means and s t andard 
dev i a t ions of respons e s . 
Re search Que s t ion 3 :  What  is the current leve l of perce ived 
s a t i s fac t ion r e l a t ive to the spe c i f i c  QWL factors that hold importance 
for s c i ence and mathema t i c s  t eache r s ?  
Data S ource 
Survey responses from the 
sc ience and ma thema t i c s  
teacher sub s e t  of  the 
s tudy populat ion . 
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Ana lys i s  Procedure 
Compu t a t i on of frequency of 
responses relat ive to the l eve l 
o f  s a t i s fact ion concerning 
each o f  the var iab le categorie s .  
Calculat ion of  d i s cre panc ies 
between the perceived leve l of 
importance and the leve l of  
s a t i s fac t ion for  each of  the 
var iab l e  categor ie s .  
Compu tat ion o f  mean s and s t and ard 
dev i a t ions for the d i s crepanc ie s . 
Computat ion of  the pQWL meas ure 
for each ob s e rva t ion . 
C a l cu lat ion o f  the means , s tandard 
dev i a t ions for the pQWL measures . 
Re search Que s t i on 4 �  What type of  ove ra l l  QWL mode l wou l d  
be us e fu l  i n  pred i c t ing potent ial  QWL de f i c ienci e s  that increase 
the risk of a t t r i t ion of ind ividual s  from the s c ience and 
mathema t i c s  teaching profess ion? 
Data Source 
F ind ings and conc lusion s  
concerning research que s t ions 
one , two , and three . 
Ana lys i s  Procedures 
Computat ion of mean s , s t andard 
dev i a t ions o f  the percept ion 
measures . 
CHAPTER IV 
ANAL YSIS OF D ATA 
I. INTRODUCTION 
The overall purpose of this investigation was to e xamine 
the maj or workplace factors that affe ct the j ob sat isfaction of 
classroom te ache rs. The data pre sente d  in this ch apte r we re 
gath e re d  through site visits. This proce dure yielde d 4 7 9  usable 
survey instrume nts and 105  inte rviews. The se data source s we re 
e xamined relative to the total sample as we ll as the selected sub­
groups, science and mathematics te ache rs. C omposition of the sample 
group re flected a wide range of demographic ch aracte ristics . St udy 
participants re pre se nted five school districts in four states. 
The sample was compose d of three middle schools and three high 
schools ranging in siz e from 500 to 2 5 0 0  students. The socioeconomic 
le vels, as measured by per pupil expe nditure, range d from $ 2 , 1 0 0  
t o  approximate ly $5 , 000 pe r ye ar. School settings included small 
town, suburban, and urban environments with enrollme nt ranging 
from largely minority to pre dominantly wh i te. 
A descriptive analysi s of the response data provi ded a base 
from which correlations we re calculate d. The se corre lations, com­
bine d with freque ncy and perce ption index data , forme d the foundation 
of the study. This information was the n utilize d  to develop a 
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pre liminary mod e l  o f  those factors  that impac t upon perceive d  j ob 
s a tis fac tion within the educational  workp lace . 
I I .  SAMPLE CHARACTERI STICS 
72 
A l l  individua l s  direc t ly invo lved in the s tudy we re ful l-time 
c l a s s room teach e r s . The mean years o f  t eaching experience in the 
samp le  group was 1 2 . 9 ,  with a range o f  38 year s .  The mean numbe r  
o f  years that membe r s  o f  the samp le  had been t eaching in their 
pre s en t  schoo l s  was 9 . 8 ,  a l s o  with a range of  38  year s . 
Pa rticipating teacher s  rep resented a fu l l  range o f  academic 
and nonacademic sub j ec t  areas taugh t at the secondary leve l .  As 
shown in Tab le 2 ,  s tudy participants exhibited diversity in several 
other importan t  j ob re lated charac t e ris tic s . These  charac t eris tic s 
inc lude l eve l of education , age , tenure s t atus , gende r ,  leve l o f  
s a l ary , a s  we l l  as the abi lity leve l of  s tudent s  taugh t .  T o t a l  
numbe r s  o f  individua l s  vary in some cases  due to  nonresponse to  
particular items . 
The ma j o r  sub popula tion o f  inte r e s t  was composed o f  s cience 
and ma thematic s t eacher s .  This subpopu la tion was des c ribed by 
the same charac t e ris tic s utilized to port ray the total  par ticipan t 
popu lation . Tab l e s  3 and 4 contain a summa ry of  the j ob related 
chara c t eris tics that describ e individua l s  who s e  ma j o r  academic 
r e sponsibility was s cience or ma thematic s .  The mean numb e r s  
o f  y e a r s  o f  teaching expe rience we re 1 2 . 2  f o r  science teach e r s  
( range = 3 2 )  and 1 2 . 9  f o r  mathematics teache r s  ( range = 3 7 ) .  
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Tabl e 2 .  Par tic ipan t Charac te ris tic s. 
Num be r of P e rc e nt of 
Charac teristic Leve l s  I ndividual s Sampl e  
E duc ation : Bac he l or ' s 2 2 5  46 . 9  
Maste r ' s 2 3 6  4 9 . 3  
E d. Spe c ialist 1 2  2 . 5  
D oc torate 4 0 . 8  
Age : 2 0 - 2 9  9 8  2 0 . 9  
3 0 - 3 9  1 85 3 8 . 6  
40-49 1 14 2 3 . 8  
S 0 - 5 9  7 2  1 5 . 0  
6 0+ 8 1 . 7  
Te nure Yes 3 8 1  7 8 . 0  
N o  9 8  2 2 . 0  
Ge nde r :  Male 200 42 . 6  
Female 2 7 9  5 7 . 4  
P rimary Source of Y e s  343 7 1 . 9  
Fam i l y  Inc ome : N o  1 3 4  2 8 . 1  
Sal ary: Unde r $ 1 5 , 000 58 1 2 . 1  
$ 1 5 , 00 0 - $ 2 0 , 000 8 2  1 7 . 1  
$ 20 , 00 1 - $2 5 , 000 9 9  2 0 . 7  
$ 25 , 00 1 - $ 3 0 , 000 9 2  1 9 . 2  
$ 3 0 , 0 0 1 - $3 5 , 000 .60  1 2 . 5  
Ove r  $ 3 5 , 000 88 1 8 . 4  
Membe r of L oc al Y e s  3 3 2  6 9 . 4  
Te ac h Org anization : N o  147 3 0 . 6  
Stude nt C harac te ris- Reme dial / Low Ac hie ve rs 146  30 . 5  
tics ( maj or te ac hing Average Abil ity 2 2 4  46 . 8  
assignme n t) : Advanc ed/ Hig h Abil ity 109 2 2 . 8  
Tab l e  3 .  Sc ience Teache r Characte r i s t i c s . 
Charac t e r i s t i c  Leve l s  
Educ a t ion : Bache l o r ' s 
Mas t e r ' s  
Ed . S pe c ia l i s t  
Doc torate 





Tenur e  Yes  
No 
Gende r :  Ma l e  
Fema l e  
Pr ima ry S ource of Yes  
Fam i l y  Inc ome : No 
S a lary : Unde r  $ 15 , 000 
$ 15 , 000-$20 , 000 
$ 20 , 00 1 - $2 5 , 000 
$ 2 5 , 00 1 - $ 30 , 000 
$ 30 , 00 1 - $35 , 000 
Ove r  $ 3 5 , 000 
Member of Local Ye s 
Teach Organ i z a t ion : No 
S t ude n t  Charac t e r i s - Remed i a l / Low Ach iever s  
t ic s  (ma j o r  teach ing Average Ab i l ity 
as s i gnment ) :  Advanced / H igh Ab i l i ty 
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Numbe r  o f  P e rcent o f  
Individua l s  S ampl e  
3 8  48 . 7  
3 6  4 6 . 2  
2 2 . 6  
2 2 . 6  
3 6  4 6 . 2  
3 6  4 6 . 2  
2 2 . 6  
2 2 . 6  
2 2 . 6  
6 4  8 2 . 1  
14 1 7 . 9  
42  5 5 . 3  
3 6  44 . 7  
5 8  74 . 4  
20  2 5 . 6  
8 1 0 . 3  
1 6  20 . 5  
20  2 5 . 6  
1 0  1 2 . 8  
6 7 . 7  
1 8  2 3 . 1  
58 74 . 4  
2 0  2 5 . 6  
1 2  1 5 . 4  
3 8  48 . 7  
28  3 5 . 9  
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Tabl e  4 .  Mathema t i c s  Teacher Charac t e r i s t i c s . 
Numbe r o f  Pe rcent o f  
Charac t e r i s t ic Leve l s  Indiv idua ls Sample 
Educ a t ion : Bache l or ' s  34 44 . 7  
Mas ter ' s  40 5 2 . 6  
Ed . Spec i a l i s t  2 2 . 6  
Doc torate 0 o . o  
Age : 2 0 - 2 9  14 1 8 . 4  
3 0 - 3 9  4 0  5 2 . 6  
40-49 10 1 3 . 2  
5 0 - 5 9  1 0  1 3 . 2  
6 0+ 2 2 . 6  
Tenure Ye s 5 8  7 8 . 4  
No 1 6  2 1 . 6  
Gender : Ma l e  2 8  3 5 . 1  
F ema l e  48 64 . 9  
Pr ima ry Source o f  Yes 54 7 3 . 0  
Fami ly Income : No 2 2  2 7 . 0  
S a l a ry : Under $ 15 , 000 8 1 0 . 5  
$ 1 5 , 000- $20 , 000 12 1 5 . 8  
$20 , 0 0 1 - $ 2 5 , 000  22  2 8 . 9  
$ 25 , 00 1 -$30 , 000  14  1 8 . 4  
$30 , 00 1-$35 , 000 10 1 3 . 2  
Ove r $35 , 000 10  1 3 . 2  
Membe r  o f  Loca l Ye s 60  7 9 . 0  
Teach Organ i z a t ion : No 20 2 1 . 0  
S t udent Charac t e r i s - Remed i a l / Low Ach ievers 2 0  2 6 . 3  
t ic s  ( ma j o r  teach ing Average Ab i l i t y 32  42 . 1  
a s s ignment ) :  Advanc ed/ High Ab i l i t y 24 3 1 . 6  
In terms of years  i n  the i r  present schoo l s , the mean for s c i ence 
t eachers was 9 . 5  years  ( range = 3 0 )  and for mathema t i c s  t eachers  
8 . 7  yea r s  ( range = 2 7 ) . 
I I I . FACTORS IMPORTANT TO JOB SATI SFACTION 
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The f i r s t  r e s earch ques t ion asked : What are the bas ic QWL 
fact o r s  t hat affect  j ob sat i s fact ion wit hin the educa t i onal organ iza­
t ion? Th i s  sect ion p r e s en t s  f ind ings concern ing t ha t  maj o r  focus 
of  t he inve s t iga t i on .  As ind i ca t ed in Chapt e r s  II and I I I ,  a numbe r  
o f  s tud i e s  have add r e s s e d  s pe c i f i c  fac e t s o f  the qua l i t y o f  work 
l i fe .  A summary of 3 6  of the mor e  recent of thes e  s tud i e s  i s  
p r e s en t ed in Chapt e r  I II . The find ings of  thes e  s tud ies ind i ca t e  
a d e f i n i t e  concern exp re s sed by ind ividua l s  within educa t ional 
organi za t ion s  about workp lace fac t o r s  that are d i rec t l y  re la t ed 
to the 12 key QWL var iab les  u t i l i z ed as a base for the present 
s t udy . The s e  maj or QWL var iab les inc lude : working cond i t ions , 
resourc e s , work l oad , support sys t ems , formal reward sys t em ,  work 
control , inc lus ion , j ob enri chment , sense of achi evement ,  recogn i t ion , 
growth , and s tatus. Al though prior s t ud i e s  have addre s s ed var ious 
a s p e c t s  related t o  thes e  key var iab l e s , they have fai l ed to give 
an indi cat ion of  the relat ive impor tance  of thes e  variab l e s  to 
ind ividua l s  wi thin the educational workplace . 
In order t o  examine more ful l y the perce ived impor tance 
of these  12 variab l e s , 490 secondary c la s s room t eachers , rep resent ing 
6 s chool d i s t ri c t s , were asked to comp l e t e  the  ins t rument. Th i s  
procedure y i e lded 479  us ab le  ins t rument s  ( 98% comp l e t ion rat e ) . 
The resul t s  in term s  o f  fre quenc i e s  o f  respons e s  are summar i zed 
i n  Tab l e  5 .  As ind ica t ed by response frequenc i e s , virtual ly a l l  
the ma j or QWL var i ab l e s  were cons idered impor t an t  t o  very important 
b y  a h i gh percentage of the respondent s . Th i s  t ab le summa r i z e s  
t h e  frequenc ies computed o n  the b a s i s  o f  respon s e s  to  each o f  the 
i t ems that s e rve to def ine the var i ab l e .  Tab le  5 also give s  the 
mean percentage of res ponden t s  acros s  a l l  var iab l e  i t ems who per-
ce ived the c a t e gory as impor tant or  ve ry imp o r t ant . 
As ana l ys i s  o f  Tab l e  5 revea l s ,  a l l  but a few i tems that  
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comp r i s e  the ins t rument were perce ived a s  importan t  o r  very important 
to the qua l i t y of the workp l ace . Among the spec i f ic i tems re f l e c t ing 
a gene ral perce p t i on o f  workpl ace unimportance ( a t  lea s t  15% o f  
the res ponden t s  ind i c a t ing unimportan t  or  l i t t l e importance )  
were : 
• D i s t ribu t i on o f  non- ins t ruc t ional dut i e s  ( 2 3 . 4% )  
• Commun i t y  organi z a t ions ' support o f  schoo l programs 
( 16 . 7%) 
• Ava i l ab i l i ty of monet ary incent ives ( 19 . 8%) 
• Sat i s fac t i on der ived from profe s s i ona l cont ribut ions  
( 30 . 0% )  
Opportun i t i e s  for  l eadershi p r o l e s  wi th t h e  schoo l 
s y s t em ( 20 . 6% )  
• Oppo rtun i t ie s  for advancement wi t h in t h e  schoo l s y s t em 
( 19 . 7%)  
In order to  determine the r e l a t ive importance o f  each ma j or 
var i ab le  catego ry t o  the ove r a l l  percep t i on o f  workp lace qua ! i t y , 
Tab l e  5 .  Re spon s e  P e r centage s , Mean s , and S t andard Devi a t i ons  for I t em 
Impor t an c e : To t a l  Samp l e . 
-
CATEGORY 
Working 1 .  
Fond i t i ona 2 .  
3 .  
Jt e 1 ourcee 4 .  
5 .  
6 .  
Work 7 .  
oad 8 .  
9 .  
1 0 .  
i I I .  
�upport 1 2 .  
·sy o tull 
l l .  
1 4 .  
For.. a !  1 5 .  �e wa rd e 1 6 . 
�yate• 1 7 .  
1 8 .  
�ork 1 9 . 
�ontrol 
SCHOOL L I FE FACTORS 
Adequacy of the bu i l d i ng fac i l i t i u 
Ava i l a b i l i t y  o f  needed work op.ace 
Qua l i ty of ma i n tenance 
Av a i l a b i l i ty o f  needed mate r i a l •  
Av a i l ab i l i t Y  o f  eq u i pment 
Leve l of f i nanc i a l  auppor t  for projlramo 
Number of a tudent c on t a c t a  p e r  day 
C l a o a  a i z e 
Prov i s i on for p l a n n i n R  t i111e 
D i a t r i bu t i on of non - i n t t ruct ional du t iea 
lnt t r uct iona l work au igmae n t a  re l .tted to 
expe r t i e e  
Adm i n i ot r a t ive auppor t for :  
d i ac i p l  i ne 
i n 1 t ruc t iona l procea1 
a n d  procedure& 
new i de a o  ( e . g .  c u r r i c u l um t e.ach i ng et r a t egi e o )  
Commun i t y  or&.e n iz.at ionl aupport of achool 
programa 
Pare n t a l  eupport of achool .act i v t t iea and 
-�rograma 
Leve l of a.elary 
Leve l o f  bene f i t a  
Av a i l ab i l i ty of mone t a ry i ncent i v e a  
Oppor t un i t  i e o  for promot ion 
Opport u n i t y  t o :  
pa r t i c i pa t e  in schoo l -v i de deda iona 
a f fec�rtmen t a l  dec i a iono 
make de c i s i on• resa r d i nx a t udent d i a c i p l i ne 
make de c i s i on s resa r d i ng in o t r u c t ional method& 
make dec i a iona rexard i n& courae cont ent 
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0 . 0  
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o . o  
2 . I 
o . a  
o . o  
0 . 4  
3 . 4  
J . J  
1 . 3  
0 . 0  
0 . 8  
1 . 3  
0 . 8  
., 
... .... " 
.. "" u � II • ... .. ..... " � .. .... • 
1 .... ... :2 .. .! ... 0 .. 0. .. .. .! • � ... .. .. 0 ... 0 .... 0. ... 0. .. . .... .!1 .. .. ..:I > .. 
0 . 8  4 4 . 7  5 0 . ) 3 . 5 1  
0 . 4  4 5 . 3  5 3 . 5  3 . 5 1  
0 . 8  52 . 3 4 4 . 5  3 . 4 3  
0 . 4  2 8 . 4  1 1 . 2  3 . 1 1  
0 . 4  36 . 7  6 2 . 4 3 . 6 1  
L l  l 1 . 6  6 0 . 8  3 . 59 
4 . 2  34 . 0  6 0 . 9  3 . 5 5 
1 . 1  2 3 . 4  1 3 . 1  3 . 69 
0 . 8  3 2 . 2  6 7 . 0  3 . 66 
2 1 . 5  4 0 . 5  3 6 . 3  3 . 1 1  
) . 8  4 1 . 6 54 . ' 3 . 5 1  
1 . 7  l l . 5 8 6 . 0  3 . 8 3  
4 . 4  l/7 . 4  6 8 . 3  3 . 64 
3 . 6  3 6 . 5 59 . 9  3 . 56 
14 . 6  5 1 . 9  l l . l  3 .  1 3  
4 . 2  4 3 . 0  s 1 . 9 3 .4 6  
3 . 9  3 0 . 3  6 5 . 8  3 . 62 
4 . 4  2 7 . 9  6 7 . 3  3 . 6 2 
1 6 . 4  3 6 . 9  4 3 . 4  3 . 20 
1 8 . 6  40 . 7  l7 . 4 3 . 1 2  
9 . 2 5 6 . 4  l 3 . 2  3 . 2 2  
3 . 3  4 8 . 0  48 . 6  3 . 4 5  
5 . 6  4 6 . 9  4 6 . 6  3 .  39 
2 . 9  3 7 . 6  5 8 . 3  3 . 5) 
2 . 1  2 8 . 6  5 8 . 5 3 . 55 
... .. .. ... .. " .. 0 
... ·-
.., ... • .. ... . .. 
C .!  0. . .. .. 
. 5 56 
. 5 56 
• 536 
. 4 64 
. 5 2 1  
• 54 1 
. 6 1 11  
. 56 7  
.49 1 
• 796 
. 5 1 1  
. 4 1 7  
. 5 6 5  
. 564 
. 1 2 1  
. 6 1 9  
. 56 2  
• 5'.1 1 
. 8 3 2  
. 8 2 5 
. 6 5 5  
. 56 2  
. 6 34 
. 6 19 




Tab le 5 ( con t inued ) .  
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I lnc l ua ion 20. Se nse of peroonal i nvo lvement i n :  f a c u l t v  work a c t i v i t  i e a  ! .  7 1 1 . 5  dec ia i on mak ing process 0 . 4  5 . 9  
d a v  t o  day i n t e r a c t ion• w i t h  a t a f f  members l . l 6 . 3  
2 1 .  W i l l in2neaa o f  a t a f f  t o  i n c l ude new a t a f f  1 . 3  4 . 6  
2 2 .  Senae o f  mu t u a l  t rua t :  
w i t h  col l e&Rue• 0 . 4  2 . 5  
w i th adm i n i s t ra t i v e  a t a f f  o . o  l . l  
Job 2 3 .  Oppo r t un i t y  t o :  
Enr i c h�Unt uae own beat abi l i t ie• o . o  0 . 8  
i n i t i a t e  nev a n d  c re a t i v e  i d e a •  o . o  0 . 8  
u a ume leader eh i p  r o l e s  0 . 4 8 . 9  
24 , O<>t>Or tunitv  for a v a r i e t y  o f  work e x pe r i enc e •  0 . 8  9 . 4  
Sen•• o f  2 5 .  Per sona l reward when at u d en t o  pe r f o r m  we l l  0 . 0  6 . 1  
Achi ave,..n t  2 6 .  Con f i dence h i t  i n  Q ua l i t y  o f  t e a c h i na 0 . 4  0 . 0  
2 1 .  Sat i o fact i on der ived f r om profeso i onal 
c on t r i but ion• < • · • · · p r o f .  o r a a n . ,  f orojat , 
a r t  i d e a  oro · e c t o )  5 . 9  2 4 . 8  
Re co an i. t ioo 2 8 .  A p pr�c i a t  ion expre u e d  b y  e t ud e n t o  0 . 4  8 .  I 
2 9 .  A t t e n t ion b;t admi n i a t r a t o r a  for Qua l i t v  o f  wor k  0 . 4  2 . 9  
3 0 .  Pee r •r.prova l and suppo r t  for c ont r i b u t i ons 1 . 3  7 . 1 
) 1 .  Co=enda t i ona f r om paren t s /commun i t y  memb e r e  1 . 7  1 1 . 1  
Growth 3 2 .  Oppo r t un i t y  t o  d e ve l op o wn  b e a t  e k i l l a ,  
ab i l i t i e s ,  t a l e n t • o . o  0 . 8  
3 3 .  Op port uni t i ea  f o r :  
leadersh i p  r o l e e  wi t h i n  t h e  achool aya t em 1 . 1  1 8 . 9  
advancement w i t h i n  t h e  school ava t em 3 . 3  1 6 .  I 
S t a tua 34 . Sa t i a fac t ion w i th a t a tu a  of t e achina •• a 
pro feu ion 
aa oe rce i ved bv s tudent s o . o  5 . 2  
!!...J:lerce i v ed b:t c o l l eaauea o . o  4 . 2  
u p e r c e i ved by paren t a  and co111111u n i t v  0 . 0  5 . 9  
3 5 .  Pe r a ona l o a t i a fac t ion w i t h  p r e t t i a e  o f  te ach ina 
a a  a pro f e • a i on 0 . 4  2 . 9 
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34 . 2  64 . 9  
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l l . l  6 2 . 4  
2 4 . 4  1 5 . 2  
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5 5 . 5  JJ . 7 
4 3 . 8  5 5 . 3  
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3 . 7 1  
3 . 64 
3 . 29 
] . 2 3 
3 . 5 6 
3 . 74 
2 . 8 2  
3 . 3 1  
3 . 48 
3 . 3 2 
3 . 1 7  
3 . 54 
) . OJ 
3 . 04 
3 . 4 1  
3 . 4 5  
) . 4 3  
3 . 64 
., .. .. ... c .. 
• 0 ... ... "' ... .. 
.. ·� • > 
� 8  ... 
• .. .. 
. 6 19 




. 5 3) 
. 4 7 1  
. 4 9 7  
. 64 1 
. 644 
. 6 1 0  
. 4 6 5  
. 80 2  
. 6 14 
. 5 78 
. 6�� 
. 682 
. 5 1 5  
• 7 1 7  
. H2 
. 589 
. 5 76 




a compar i s on amon g  the s e  ma j o r  var i ab l e s  was required . Howeve r ,  
the varying numbe r s  o f  i t ems tha t compo s e  each variab le c a t egory 
make d i re c t  compar i s on amon g  ma j o r  var iab l e s  d i fficu l t . The refore , 
a var iab l e  category we i gh t ing s y s t em was deve l oped to aid in the 
more uni form port rayal and interpr e t a t i on o f  each o f  the ma j or 
survey area s . Each r e sponse po s s ib i l i t y  o f  the Likert s c a l e  was 
a s s i gned a nume r i c a l  value , with unimp o r t an t  = 1 ,  l i t t l e  impor t an c e  
= 2 ,  importan t  = 3 and very importan t  = 4 .  The ind iv idua l category 
i tems can therefore b e  portrayed a s  the sum o f  the re s pon s e  va lues  
ind i c a t ing the leve l o f  perceived imp o r t anc e .  However ,  due t o  
t h e  unequal numbe r s  o f  i t ems that c ompo s e  each ma j o r  c a t egory , 
the i t em to t a l s for each category can no t b e  d irec t l y  compa red . 
Thu s , each var iab l e  ca tegory was as s i gned a we i ght ing fac t o r . 
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Th i s  fac tor p l aced a l l  the bas ic variab l e s  on a nume r i c a l  s c a l e  
b e tween 0 and 48 . A r e s u l tant value o f  0 for a category ind i c a t ed 
comp l e t e  unimportanc e , wh i le a rat ing o f  very impor t an t  was ind i c a t ed 
b y  a value o f  48 . Tab l e  6 c ontains the re s u l t s  of the s e  compu t a t ions 
for a l l  the ma j o r  variab l e  categor i e s . 
As can be s een from Tab l e  6 ,  mo s t  ma j or variab l e s  were very 
s imi lar in terms o f  perceived importance as port rayed by the mean 
value s . Re sources , work load and support sys t ems rece ived the 
h i ghe s t  perc ept ion o f  work p l ace impor t ance , whi l e  the categor i e s  
r e l ated to recogn i t ion and growth re c e ived the lowe s t  imp o r t ance 
rat ing s .  It is intere s t ing to no t e  that the perce ived leve l o f  
importance amon g  a l l  ma j or categor i e s  fe l l  within a re lat ive ly 
narrow range ( 5 . 1 3 ) . 
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Tab le 6 ,  We igh t ed Imp or t ance Value s : To t a l  Samp le ,  
Var iab l e  Cat egory X SD 
Working Cond i t ions 4 1 . 5 9 5 . 88 
Res ourc e s  43 . 62 4 . 89 
Work Load 42 . 08 4 . 9 9 
Support Sys tems 42 . 28 4 . 9 8 
Forma l Rewards Sys tem 4 0 . 6 9 6 . 7 8 
Work Con t ro l  4 1 . 1 3 5 . 3 7 
Inc lus ion 40 . 28  4 . 9 5 
Job Enrichmen t 4 1 . 6 1 5 . 2 3 
Sense o f  Ach ievemen t 4 1 . 6 1 5 . 2 3 
Recogn i t ion 3 9 . 8 2 5 . 94 
Growt h  3 8 . 49 6 . 15 
S t a t us 4 1 . 7 9 5 . 68 
N = 4 7 9 ; pos s ib le impor t ance value s 0 to 48 . 
I V . QWL FACTORS IMPORTANT TO SC IENCE AND 
MATHEMATICS TEACHERS 
The se cond r e s earch que s t ion perta ined to the d e t e rmina t i on 
o f  QWL fac t o r s  perce ived b y  s c ience and ma thema t i c s  t each e r s  a s  
imp o r t an t  t o  the i r  workp lace sat i s fac t i on .  F ind ings a r e  p r e s e n t ed 
in t h i s  s e c t ion re l a t ive to j u s t  s c i ence t eachers and then ma the­
ma t i c s  teache r s  in the s amp l e . Tab l e  7 c on ta i n s  a summa ry o f  the 
r e s ponse frequen c ie s r e l a t ive to the p e r c e ived importance o f  each 
i tem inc luded in the survey ins t rument . Data repre s ented in the 
t ab le ind icate tha t the ma j or i t y  o f  survey i t ems were perce ived 
8 2  
a s  e i ther important o r  very important t o  the qua l i ty o f  work l i fe . 
Howeve r ,  several i t ems received a mod e r a t e  numbe r  o f  re s pon s e s  
ind i c a t ing a r e l a t ive lack o f  importance a t t r ibuted t o  the s e  poten t ia l  
inf luences  o n  work p l a c e  qua l ity . I t ems rece iving a frequency 
re s p on s e  of more than 15% in the catego r i e s  o f  unimp o r t ant or of 
l i t t l e  importance inc lude : 
D i s t r ib u t ion o f  non- ins t ruct ional d u t i e s  
Commun i ty organ i z a t i on ' s support o f  s chool p rograms 
· Opportun i t y  t o  part icipate in s choo l -wide dec i s ions 
Oppor t un i ty for l eadership ro l e s  within the s choo l s y s t em 
• Opportunity for advancement within the s chool s y s t em 
Sat i s fac t ion d e r ived from profe s s ional con t r ib u t ion s  
Opportun i t ie s  f o r  promot ion 
As por t rayed in Tab l e  8 ,  the we i gh t ed importance values 
c ompu ted for the sub group of s c i ence t eachers conformed to a 
Tab lt: 7 .  
CATECOII.Y 
Worldn& 
Cond i t  ion• 
Re1ourcea 








Con t r o l  
S c i t:nct: Tea c he r s ' Re s ponse Percen t age s , Means , and S t andard Dev i a t ions 
for I t em Impor t anc e :  To t a l S amp l e . 
. .... 
N ..... ...... .. • ... u ..... .. .... c • - • .. ... ..... .. .... = c c c .. ... .. .. 0 .. 0 ..... ... .. .. ... c ... .. z ... .. .. .! c 8. .. .. .. .. ... .. .. .! • • > i .. .. Cl g �  .... .. 0 .. ! ...  ... ... ... .. .. • . Cl ... .. .. .. SCHOOL LIFE FACTORS :::. ..a ;» 1111 "' 
l .  Adeau•cv o f  the bu i l d ing f ad l i t i ea 1 0 . ) 0 . 0  3 5 . 9  5 3 . 9  3 . 6 1  . 49 0  
2 .  Ava i l a b i l i t y  o f  needed work apace 2 . 6  o . o  38 . 5  5 8 . 9  l .  �4 . 63 8  
l .  Qua l i t y o f  ma i n t e nance 0 . 0  2 . 6  5 6 . 4  4 1 . 0  ] . 38 . 57 0  
4 .  Av a i l a b i l i t y o f  needed ma t e r i a l l  o . o  0 . 0  3 0 . 8  69 . 2  1 . 69 . 4 6 5  
5 .  Ava i hb i l i t v  o f  e o u i Dme n t  0 . 0  0 . 0  4 1 . 0 5 8 . 9  3 .  59 . 4 9 5  
6 .  Leve l o f  f i nanc i a l  auppo r t  f o r  oroRUIU 0 . 0  o . o  2 8 . 2  7 1 . 8  3 . 72 . 4 5 )  
7 .  Numb e r  o f  a t udent contacu p e r  day 0 . 0  o . o  38 . 5  6 1 . 5  3 . 62 . 49 0  
8 .  C l a n  a i z e 2 . 6  0 . 0  2 ) . 1 7 4 . 4  ) . 69 . 6 1 0  
9 .  Prov i • i o n  f o r  o l a nn t n2 t ime o . o  o . o  30 . 8  6 9 . 2  3 . 69 . 4 6 5  
1 0 .  D i a t r i b u t i o n  o f  non- i n o t r u c t i onal d u t i e 1  2 . 6  2 l . l  38 . 5  3 5 . 9  3 . 08 . 834 
1 1 .  l n a t ruc t i on a l  work aaa ianme n t a  re l a t ed t o  
ex<>e r t he o . o  1 . 1  38 . 5  S 3 . 9  3 . 4 6  . 638 I 
1 2 .  Admin i l t r a t ive aupport fo r :  I 
d i o d t> l  i ne o . o  7 . 7  1 2 . 8 79 , ,  3 .  7 2  . 60 1  
ina t r u c t i o na l p r o c e a a  
and procedure& o . o  2 . 6  3 3 . 3 64 . 1  l . 0 2 . 5 80 
new i d e a a  ( e . g ,  cu r r i c u l um t uc h i n lt  a t ratedu ) 0 . 0  2 . 6  4 3 . 6  5 3 . 9  3 . 5 1  . 5 52 
1 3 .  Commun i ty orr.an ica t iona auppor t  o f  achool 
pro��: ramo 2 . 5  1 2 . 8  � 3 . 9  3 0 . 8  ) . 1 )  • 7 2 1  
1 4 .  Pa re nt a l  aupport o f  ochool ac t iv i t iea a n d  
prol{rama o . o  ) 0 . 3 5 1 . 3  38 . S  3 . 28 . 64 3  
I S . Level o f  aa l a r v  o . o  7 . 7  28 . 2  64 . 1  3 . 5 6 . 6 36 
! 6 .  Lev el o f  bene f i t l  2 . 6  S . l  2 1 . 1 69 . 2  l .  59 • 7 1 1  
1 7 .  Ava i l ab i l i t y  o f  mon e t arv i ncent i ve •  2 . 6  1 7 . 9  4 8 . 7  3 0 . 8  3 . 08 • 769 
1 8 .  Oppo r t un i t i e a  for nromot i on 1 0 . 3 1 5 . 4  3 8 . 5  3 5 . 9  3 . 00 . 9 6 7  
1 9 .  Oppo r t un i t y  t o :  
pa r t i c i oa t e  i n  o c h oo l -vide dec i a i o n a  2 . 6  1 5 . 4  5 6 . 4  2 5 . 6  3 . 05 • 7 1 9  
a f fec t deea r tmen t a l  dec i a iona o . o  5 . 1 5 8 . 9  l 5 . 9  ) . 3 1  . 565 
make dec i o i ona re�t ard i n R  s t ud e n t  d h c iul ine 0 . 0  7 . 7  5 1 . 3  4 1 . 0 3 . )3 • 6 1 7  . 
make dec i a i o n a  r e u r d i nfl i ns t r uc t i on a l method• 0 . 0  0 . 0  38 . 5  6 1 . 5  3 . 62 . 4 90 
make d e c i a i ona rega r d i na cuurae con t e n t  o . o  5 . 1  4 1 . 0  S l . 9  3 . 49 . 59 7  I 00 
w 
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CATEGORY SCHOOL L l FE FACTORS ., ..a 
l nc lua ion 2 0 .  Senle o f  pecaonal invo lvement in : 
facu l ty work ac t i v h i e o  2 . 6  1 0 . )  
dec i e i on mak i n g  pcoce a a  2 . 6  S . l  
day to d a_y i n t e ract i on•  w i t h a t a f f  membe r a  0 . 0  1 0 . ]  
2 1 .  Wi l l ingne a a  o f  a t a f f  t o  inc lude new a t a f f  0 . 0  7 . 7  
2 2 .  Senae o f  mut u a l  t ru a t :  
v i  t h  col i eaRu e a  o . o  2 . 6  
w i t h  adm i n i o t ra t ive a t a f f  1 . 3  2 . 6  
Job 2 3 .  Oppo r t un i t y  t o :  
Enr i c hment u•e own beot ab i l i t ie a  o . o  o . o  
i n i t i a t e  new 1nd crea t i ve idea•  o . o  0 . 0  
.u eume l e ade r ship c o l e s  0 . 0  1 0 . 3 
24 . Oppo r t u n i t y  f o e  a variety o f  work expe r ience• o . o  7 . 7  
Senu o f  2 S .  Per tona l rewa rd when a t uden t a  pe r form we l l  0 . 0  1 2 . 8  
Ach i evemant 2 6 .  Con f i dence fe l t  i n  qua l ity of teach ing o . o  0 . 0  
2 7 .  S a t i o fact i on der i ved from profea a i ona l 
cont r ibut ion& c •• , • •  prof. ocean . ,  f ocume , 
a r t  i c l " a  pro i ec t e )  5 . 1  1 1 . 9  
Beco ani don 2 8 .  Ap�cec i a t i on e•preaaed �d e n t e  o . o  7 . 7 
2 9 .  At t e n t i o n  by •dmi n i o t r a tou foe qua l i t y o f  work o . o  1 . 1  
3 0 .  Peer approv a l  a nd support for con t r i b u t ions  2 . 6  1 0 . 3 
J l .  Commendat ion& from parento/co .... u ni ty membera o . o  1 2 . 8  
Growth 3 2 .  Oppo r t un i t y to develop o wn  beat e k i l l a ,  
ab i l i t i e s  t a l en t a  0 . 0  o . o  
l l .  Oppo r t un i t ies foe :  
l eoderah i �  co le&  w i t h i n  t h e  achool aye t em 2 . 6  1 2 . 8  
adv a ncement w i t h i n  the school a y a t em 5 . 1  1 S .4 
S t atue 34. S a t i a fac t ion w i t h  a t atua  of  teachioa aa a 
profesa ion 
�c e i ved by a t udenu o . o  5 . 1  
!.!._.£er c e i ved by col l e a l{ueo o . o  2 . 6  
• •  perce i ved b y  p a ren t l  a n d  COUUDun i ty o . o  1 0 . 3  
J S .  Paraona l s a t i a fa c t ioo w i t h  pre a t ice o f  teach ioa 
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6 6 . 7 2 0 . 5  
7 1 . 8 2 0 . 5 
6 6 . 7  2 3 . 1  
6 t . S  30 . 8  
4 3 . 6  5 3 . 9  
44 . 9  5 1 . 3  
3 5 . 9 64 . I  
4 1 . 0 5 8 . 9  
5 3 . 9  3 5 . 9  
6 6 . 7  2 5 . 6  
)0 . 8  5 6 . 4  
2 8 . 2  7 1 . 8 
48 . 7  2 8 . 2  
6 6 . 7  2 5 . 6  
S J . J  4 1 . 0 
S l . 9  3 3 . 3 
6 1 . 5  2 5 . 6  
5 3 . 9  4 6 . 1  
5 6 . 4  2 8 . 2  
5 6 . 4  2 3 . 1 
5 1 . )  4 3 . 6 
5 2 . 6  44 . 7  
4 3 . 6 46 . 2  
2 5 . 6  1 1 . 8  
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3 . 1 3 
3 . 2 3  
l .  5 1  
3 . 54 
3 . 64 
) . 59 
3 . 26 
3 . 1 8  
3 . 44 
3 .  7 2  
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3 . 1 8 
1 . :n 
3 . 1 8  
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2 . 9 7  
3 . 38 
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) . 36 
3 . 69 
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.4 5 3  
. 8 2 2  
• � � 2  
. 6 1 7  
. 7 1 6  
. 6 1 1 
. 50 2  • 
. 7 1 3 
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Tab le  8 .  We i gh t ed Importance Values : Sc ience Teachers . 
Variab l e  Category X SD  
Working Cond i t ions 4 1 . 03 6 . 93 
Res ourc e s  44 . 00 4 . 3 7 
Work Load 42 . 09 5 . 09 
Support Sys tems 4 1 . 42 5 . 44 
Forma l Rewards Sy s t em 3 9 . 6 9 7 . 44 
Work Con t r o l  40 . 3 1 5 . 02 
Inc lus ion 3 9 . 13 4 . 86 
Job Enrichment 4 1 . 00 5 . 04 
Sense o f  Ach ievement 40 . 62 5 . 5 1  
Recogn i t ion 3 8 . 46 5 . 5 1 
Growth 3 8 . 1 5 5 . 89 
S t atus 4 1 . 53 5 . 5 7 
N = 78 ; po s s ib le  import ance va lue s  0 t o  48 . 
re l a t ive ly narrow range o f  mean va lues  ( range = 5 . 9 ) .  The var i ab l e  
c a t e gory rel ated t o  r e s ourc e s  wa s perce ived as  mos t  impo r t an t  t o  
workp lace qua l i ty (44 . 0 ) whi l e  the growth var iab le  was se l e c t ed 
a s  having the )eas t workp lace impac t  ( 38 . 15 ) . 
Ma themat ic s  t eachers formed the se cond subgroup o f  concern . 
Tab l e  9 cont ains a summary o f  the r e spon s e  frequenc ies given by 7 6  
math emat ics  t eacher s .  Da t a  i n  the t ab le repre sent t he response 
p ercentages and the mean level s  o f  r e spon s e  as we l l  as the res ponse 
s tandard devi a t i ons . Thi s  informat ion ind icates  t hat the ma j o r i ty 
o f  inst rument i t em s  was con s i dered imp o r t ant or very impo rtant 
to workp lace qual i ty .  In cont ras t t o  the gener a l  percept ion o f  
imp o r t ance , several spec i fic i t ems were cons idered relat ive l y  
unimportant . I tems rece iving a fre quency response o f  more than 
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15% i n  t h e  categories  o f  unimportant or  o f  l i t t le importance inc luded : 
• Ade quacy o f  the bui ld ing faci l i t ie s  
• D i s t r ibut ion o f  non- ins t ruc t ional dut i e s  
• Commun i t y  o r gan i z a t ions ' support  o f  schoo l programs 
• Ava i l ab i l i ty o f  mone tary incen t ives 
• Opportuni t ie s  for promo t i on 
• Opportun i t ies  to  par t ic i p a t e  in s chool -wide d e c i s ions  
• Sense  o f  p e r s onal involvement in  facu l t y  work a c t i v i t i es  
• Sat i s fac t ion derived from profe s s ional con t r ib u t i ons  
• Opportunit ies  for advancement wit hin the school s y s t em 
• Oppo rtun i t i e s  for  leadership r o l e s  wit hin the scho o l  sys tem 
Tab l e  9 .  
CATEGORY 
Work in& 







Rewa rd a 
Syatem 
Work 
Con t ro l  
Mathema t i cs  Teache rs ' Re s pon se Percentage s ,  Means , and  S t andard Dev iat ions 
for I t em Impor t ance : T o t a l  Samp l e .  
-� ! N � 
...... 
.. ... .... 0 .... .. .... 1: • .... • "' .... ..... ... ...... " i 1: "  .. .... • • 0 .. 0 ...... ... :! .. ... " ... "' .., ... • ! '"' 0 • ... .. .... • .. .... .. • • • • > 0 .. ... .... " g &  .! - .. 0 ... 0 ... ... ... ... t .. . . A :.1 • .. • SCHOOL L l FE FACTORS :::> ... ;,. • "' 
I .  Adequacy of the bui ld inK fac i l i t i e e  8 . 9  6 . 3  4 2 . 4  4 2 . 4  } . 4 5  . 7 ) 9 
2 .  Ava i l a b i l i ty o f  needed work apace 2 . 6  0 . 0  5 0 . 0  4 7 . 4  3 . 4 2  . 6 )8 
3 .  Qua l i t y  o f  ma int enance 0 . 0  2 . 6  S S . l  4 2 . 1  3 . 39 . 544 
4 .  Ava i l ab i l i ty o f  needed mat e r i a l a  0 . 0  0 . 0  2 6 . 1  1 3 . 7  1 . 74 .443 
5 .  Ava i l a b i l i t y o f  equ ipment 2 . 6  2 . 6  2 8 . 9  6 5 . 8  3 . 58 . 62 8  
6 .  Leve I o f  f i nane i a l  auppo r t  f o r  program• 2 . 6  2 . 6  39 . 5  5 5 . 3  3 . 4 7  . 68 2  
1 .  !lumbe r  o f  a tudent con t a c t a  per d a y  o . o  7 . 9  1 1 . 6  6 0 . 5  ) . 5] . 64 2  
8 .  Cl.aea a i r; e  o . o  0 . 0  2 6 . 3  1 3 . 7 3 . 74 . 4 4 3  
9 .  Prov i a i o n  for pl anning t ime o . o  2 . 6  2 8 . 9  6 8 . 4  3 . 66 . 5 30 
1 0 .  Oi a t r ibut i on o f  non- i nat ru c t i ona l d u t i e a  0 . 0  2 3 . 7  4 2 . 1  34 . 2  3 . 1 1  . U9 
1 1 .  [na t ruc t ional work aaa i &nmenta  r e l a t ed to i expe r t  i ae o . o  5 . 3  2 6 . 3  6 8 . 4  3 . 6 3  • 585 
1 2 .  Adm i n i a t r a t iva aupport for :  
d i ac ip l ine  2 . 6  o . o  1 S . 8  8 1 . 6  3 . 76 . 58 6  
i n a t ruc t ional proceaa 
and erocedure a  o . o  7 . 9 34 . 2  5 7 . 9  3 . 50 . 64 3  
new ide4a (e . g .  cur r i c u l um t e a c h i ng a t r a t e&ie a )  o . o  5 . 3  3 9 . 5  5 5 . 3  3 . 50 . 600 
1 3 .  Commun i t y  o raa n i aa t iona aupport o f  achool 
programe 5 . 3  2 3 . 7 4 4 . 7  2 6 . 3  2 .9 2  . 84 5  
1 4 .  Par e n t a l  aupport o f  achool ec t iv i t iea •nd 
proguma 2 . 6  2 . 6  39 . 5  5 5 . )  ] . 4 7  . 68 ]  
u. Level  o f  a a l a ry o . o  2 . 6  3 1 . 6  6 5 . 8  3 . 6 ]  . 5 38 
1 6 .  Level o f  bene f i t •  0 . 0  5 . 3  2 6 . 3  68 . 4  3 . 63 . sa s  
1 1 .  Ava i l a b i l i t y of monet ary incent lvea 2 . 6  1 5 . 8  34 . 2  4 7 . 4  3 . 2 6 . 82 2  
1 8 .  Oppo r t un i t iea for promo t ion 5 . )  1 5 . 8  3 4 . 2  4 4 . 7  3 . 1 8  . 89 0  
1 9 .  Oppo r t un i t y  to :  
£!!C ic �a t e  i n  achoo l-wide dec i a i ona 2 . 6  1 3 . 2  5 0 . 0  34 . 2  3 . 1 6  . 749 
a f f e c t  depa rtmental  dec i ai o n a  o . o  2 . 6  4 4 . 7  5 2 . 6  3 . 50 . 5 54 
make d e c i � i ona regard ing a t udent  d i a c ipl i ne 2 . 6  5 . 3  36 . 8  5 5 . 3 3 . 4 5  . 7 1 9 
make dec i a iona  rega r d i ng i n o t ruc t i on a l  methoda 2 . 6  o . o  3 1 . 6  6 5 . 8  3 . 6 1  . 6 )4 
aake dec i e iona re&ard i n g  courae content 1) . 0  o . o  3 6 . 8  6 1 . 2  l . 6l . 4 8 6  o:> "-J 
Tab le 9 ( cont inued ) ,  
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SCHOOL LIFE FACTORS 
.. 
CATEGORY :> 
ln<: l uaion 2 0 .  S e n a a  o f  pe raona l invol ve•e n t  i n :  
fac u l t y  work a c t i v i t i e o  5 . 1  
dec i o ion mak i ng proc c a a  o . o  
day to day i n t e rac t ion a with a t a f t  member a 2 . 6  
2 1 .  U i l l i nRne a o  o f  a t a f f  t o  i n c l ude n e w  o t a f f  o . o  
22.  S e n s e  o f  mut u a l  t ru1 t :  
w i t h  c o l l e aguea o . o  
w i t h  admi n i o t ra t ive a t a f f  o . o  
Job 2 3 .  Oppor t u n i t y  t o :  
En r i.chment uae own bea t a b i l i t i ea o . o  
i n i t i a t e  new and crea t i ve ideaa 0 . 0  
a s sume l e adcnh ip r o l t! a  o . o  
24 . Oppo r t un i ty for a v a n e ty of work experi encea 2 . 6  
Senae o f  2 5 .  Pe raona1 reward when a t udent a pe r form wel l 0 . 0  
Achieveme n t  2 6 .  Con f i denc e fe l t  in  qua l i ty o f  teach i ng 2 . 6  
2 1 .  S a t i o fa c t ion d e r ived f ro• pro feo a i on a l  
cont r i b u t i on• ( e . a . , prof.  oraan . , fo ruma , 
a r t  i c l  ea projec t a )  7 . 9  
Recoan i t  ion 2 8 .  Appr ec i at i on expre s aed by a t ude n t o  o . o  
79 . A t t e n t i o n  b y  adm i n i a t r o t o r o  f o r  qua l i t y  o f  work o . o  
30, Peer •e!rova l and au�eort for con t r i but i on• 0 . 0  
31 . Commendat ion• fro• paren t e /conuu n i ty membera 2 . 6  
Growth 3 2 .  Oppo r t un i t y  t o  deve l op own be a t  aki l l a ,  
a b i l i t i e o  t a l e n t  a o . o  
l l .  Oppor t un i t iea for:  
leade r s h i p  r o l e o  within t h e  achool oyo t em o . o  
advancement wi t h i n  t h e  o c hool 1 1 t e m  2 . 6  
S t a tua 3 4 .  S a t i s fact ion w i t h  o t a t u a  o f  t e ach in& aa a 
p r o f e o s ion 
• •  �e r c e i ved b �  a t uden t a  o . o  
!.!..__.!e r c e i ved b y  c o l l e a Ruea 0 . 0  
a s  pe r c e i ved by_ par e nt a and commun i ty o . o  
3 5 .  Pe roona l o a t i a fac t i on w i t h  pre o t iae o f  teoch ina 
·�---" .1'1"<1�"-' ion _________ ____ _ __  o . o  
" 
"' ...... 
.. u " .. w � 
.. .., 0 ...... A. J • ... � .. ... - .. 
... l w . .. • .... ... 
1 1 . 2  60 . 5  
7 . 9  6 5 . 8  
5 . 3  S 2 . 6  
o . o  5 2 . 6  
2 . 6  3 6 . 8  
o . o  34 . 2  
2 . 6  2 3 . 7  
o . o  4 2 . 1  
I O . S  68 . 4  
5 . 3  68 . 4  
2 . 6  34 . 2  
o . o  1 8 . 4  
1 8 . 4  � 5 . 1  
7 . 9  5 0 . 0  
2 . 6  5 0 . 0  
1 3 . 2  44 . 7  
o . o  6 3 . 2  
0 . 0  39 . 5  
2 1 . 1  5 2 . 6  
1 5 . 8  5 5 . 3  
0 . 0  14 . 2  
5 . 3  2 8 . 9  
5 . 3  2 8 . 9  




a " • • ... � .. 0 a. • 
.!1 . c 0 .... A. .. • • .. > .. 
2 1 . 0  2 . 9 7  
2 6 . )  3 . 1 8 
39 . 5  ] . 29 
4 7 . 4  3 . 4 7  
60 . 5  3 . 58 
6 5 . 8  3 . 66 
1 3 . 1  3 . 7 1  
5 7 . 9  3 . 58 
2 1 . 1  3 . 1 1  
2 3 . 7  l . l l  
6 3 . 2  3 . 6 1  
7 8 . 9  ) . 74 
1 8 . 4  2 . 84 
4 2 . 1 1 . 34 
4 7 . 4 3 . 4 5  
4 2 . 1  1 . 29 
3 4 . 2  3 . 29 
60 . 5  3 . 6 1  
2 6 . 3  J .os 
2 6 . 3  J . OS 
6 5 . 8  3 . 6 6  
6 5 . 8  3 . 6 1  
6 5 . 8  ) . 6 1  
7 6 . 3  3 . 7 1  
! 
"" .. • ... 
" "  • 0 ... . � 
., ... • .. .� . ..  









. 4 76 
. 5 1 2  
. 4 9 7  
. 5 56 
. 6 1 8  
. 544 
. >9 7  
. 8 1 1  
. 6 2 )  
. 5 5 1  
. 689 
. 60 7  
. 4 9 2  
. 69 1  
. 12 8  
. 4 7 8  
. 59 1  
. )9 1  
. 56 1  � � 
Tab le 10 dep i c t s  the we igh t ed import ance value s comput ed 
f o r  the subgroup o f  mat hema t i c s  teache rs. Re su l t s  c onformed t o  
8 9  
a re l a t ively narrow range o f  mean value s ( range = 4 . 9 ) . The var iab le  
c a t e go r y  re lated t o  s t atus was  perce ived as mo s t  impor t an t  to  work­
p l ac e  qua l i ty ( 43 . 74 ) , wh i l e  the growth var i ab l e  wa s perce ived 
as having the l e a s t  workp lace impor t ance ( 3 8 . 84 ) . 
V .  SATI SFACTION LEVELS AMONG TOTAL SAMPLE 
AND SUBGROUPS 
Determina t ion of the current leve l o f  perceived s at i s fac t ion 
r e l a t ive to tho se QWL fac tors  r e garded by  s amp le  membe r s  a s  import ant 
repre s ented the th ird research que s t i on . In order to  add r e s s  t h i s  
a s p e c t  o f  t h e  inve s t i ga t i on ,  t h e  survey ins trument not on l y  d e t e rm ined 
the perceived import ance of the i tems tha t compo s e  each var iab le  
c a t e go ry , but  a l s o  ident i f i ed the perce ived lev e l  to  wh i ch each 
i tem was be ing s a t i s f ied within the workp lace contex t . I n  t h i s  
s ec t ion , reported sat i s fac t i on leve l s  a r e  port rayed . 
Total s amp le  and subgroup respons e frequenc ie s , me ans , and 
s tandard dev iat ions are summar ized in Tab l e s  1 1 ,  12 , and 1 3 .  Pe r­
cent ages o f  f requency r e s ponse to each leve l of s at i s fac t i on we re 
c l as s i f ied into  the res ponse categories of very poo r ,  poor , good , 
and very good . In add i t ion , each respon s e  category wa s a s s igned 
a nume r i c  value in o rder to  a l low for the comput a t i on of an i tem 
r e s ponse mean and s t andard dev i a t ion ( i . e . , very poor = 1 ;  poor 
= 2 ; good = 3 ;  very good = 4 ) . 
90 
Tab l e  1 0 .  We i gh t ed Impor t an c e  Value s : Mathema t i c s  Teache r s . 
Var iab le C a tegory X SD 
Working C ond i t i on s  40 . 42 7 . 08 
Re sources 43 . 1 6 5 . 78 
Work Load 4 2 . 3 8 4 . 23 
Support Sys t ems 4 1 . 1 8  5 . 64 
F orma l Rewards Sys t em 4 1 . 13 7 . 19 
\ 
Work Con t r o l  4 1 . 6 2 5 . 5 5 
Inc l u s ion 40 . 3 2 4 . 2 7 
Job Enr ichment 40 . 5 8 4 . 42 
S en s e  o f  Ach ievemen t 40 . 74 4 . 88 
Recogn i t i on 40 . 1 1 5 . 60 
Growth 3 8 . 84 6 . 1 2 
S t a t u s  43 . 74 5 . 5 7 
N = 7 6 ; po s s ib l e  importance values  0 t o  48 . 
Tab le  1 1 .  
CATEGORY 
Work in& 










Con t ro l  
Tota l S amp l e  Re spons e  Percentage s ,  Means ,  and S t andard Dev iat ions 
for I t em S a t i s fa c t i on . 
---
.... -.... .... 
.. 
8 ..... .... .. ..... 
... .. ... 3 • ... .. 
SCHOOL LIFE FACTORS 
1 .  Ad equacY of the bu i l d inR fad l i t i eo � . 6  1 5 . 9  
2 .  Ava i l a b i l i ty o f  needed work tpace 6 . 5  30 . 5  
l .  Qua l i t y o f  ma i n t enance 4 . 8 2 6 . 9  
4 .  Ava i lab i l i t y of needed 11a t e r i a l a  1 . 3 1 5 . 7  
s .  Av a i lab i l i t y  o f  equi pment 1 . 7  1 8 . 9  
6 .  Lev e l  o f  f i nanc i a l  auppo r t  for proaraiDI 3 . 3  1 5 . 9  
7 .  Numbe r  o f  o t udent con t a c t •  pe r day ) . 9 2 1 . 3  
8 .  C l a e a  l i E.e 7 . 7  30 . 7  
9 .  Prov i o i on for p l ann i ng t i me 2 . 7  2 4 . 8  
1 0 .  D i a t r i b u tton of non- i nat ruc t ional  d u t ie1 1 0 . 7  2 7 . 8  
1 1 .  l n a t ruc t ion a l  work a o o i cnment a re l a t ed to 
n:pe r t  i o e  2 . 9  1 4 . 2  
u .  Ad• i n i o t ra t iva 1upport fo r :  
d i oc ipl i ne 5 . 2  1 6 . 5  
i n t t r u c t ional  proceaa 
and erocedureo  1 .  7 1 2 . 7  
new i de a s  ( e .g .  curr i cu l um teac h i ng e t rate&i e a )  4 . 2  1 8 .9 
1 3 .  Commun i t y o rgan i & a t iona ou ppor t  o f  acbool 
program• s . o  2 6 . 1 
1 4 .  Pa rent a l  aupport o f  1chool a c t i v i t iee  and 
program• 8 . 9  2 1 . 1  
1 5 .  Le v e l  o f  e a l a ry I S . S  2 5 . 5  
1 6 .  Leve l  o f  bene f i t &  l l . 4  2 5 . 2  
1 1 .  Ava i l a b i l i t y  o f  monet a ry incen t i ve• 2 7 . 9  3 8 . 4  
1 8 .  Oppor t un i t i eo f o r  promo t i on 2 6 . 3  4 2 . 2  
1 9 .  Oppor t u n i t y t o :  
pa r t ic i pa t e  i n  achoo l -w i de dec i a iona 1 2 . 9 3 7 . 4  
a f fe c t  departme n t a l  dec i e i ona 4 . 6  24 . 1  
make dec i s i on•  resardj ng s t udent d i a c ipl ine 5 . 9  2 0 . 3  
••ke dec i a ionl regard i n g  i n s t ruc t i onal me thode 2 . 5  7 . 5  
make dec i 1 ion1 ragar d i na courae content 3 . 3  1 1 . 7  
-- -- -- -
..... ... ...... 
1 
u 
5 6 . 2  
4 5 . 1  
5 5 . 9 
5 1 . 8 
5 5 . 5  
5 2 . 4  
6 0 . 9  
4 6 . 4  
5 0 . 9  
5 0 . 7  
5 8 . 0  
40.9 
5 8 . 9  
5 7 . 8  
5 7 . 8  
S S . I 
S l .4 
5 0 . 7 
2 9 . 0  
2 7 . 8  
4 7 . 6  
54 . 9  
5 9 . 9  
59 . I 






... .. .. .... 
2 1 . 9 
1 8 . 2  
U . l  
3 1 . 3  
29 . 9  
2 8 . 4  
1 1 . 8  
1 5 . 2  
2 1 . 5  
1 0 . 9  
2 4 . 8  
3 7 .4 
2 6 . 7  
1 8 . 9  
1 1 . 1  
1 4 . 6  
7 . 7  
1 0 . 1 
4 . 6  
3 . 8  
2 . 1 
1 6 . 4  
1 1 . 9  
1 0 . 9  
3 1 . 1  
"" ... • . "" c " .. .. .. 0:: 
I ... 0 en ·.:: 
.. .. . • . ... " c: > 0 0 .. .... O. Q  • • .. .. .. .. 
X so 
2 . 9 5  . 7 1 5  
2 . 7 5  . 8 2 2  
2 . 76 . 12 6  
l . l l  . 709 
J . l l  . 69 1  
3 . 06 . 7 58 
2 . 8 5  . 69 8  
2 . 69 . 8 2 1  
2 .  9 1  . 7 5 2  
2 . 6 2  . 8 1 7  
l . OS . 7 1 1  
3 . 1 0  . 8 59 
3 . 1 0  . 6 7 2  
2 . 9 2  . 736 
2 . 7 5 . 7 1 4  
2 . 15 . 8 1 1  
2 . 5 1 . 84 5  
2 .  59 . 8 5 2  
2 . 1 0 . 86 3  
2 . 09 . 82 7  
2 . 19 • 734 
2 . 8 3  . 749 
2 . 82 • 7 38 
3 . 1 8  . 6 7 2  
3 . 1 3  . 7]9 ' 
\.0 
....... 
Table l l  ( con t i nued ) .  








CATEGORY SCHOOL LIFE FACTORS 
Inc lua ion �0. Senae of pe raona l i nvo lvement i n :  
facu l ty work ac t iv i t  i o n  3 . 4  
dec i e i o n  maki ns 2roce•• 1 0 . 0  
day to d 1y i n t e ract ion  a w i t h  a t a f f  member a 8 . 4  
2 1 .  Wi 1 1 ingneaa of o t a f f  to i nc lude new a t a f f  5 . 0  
2 2 .  6enae o f  mutual t rua t :  
w i t h  c o l lc1guea 5 . 4  
w i t h  admi n i o t r a t ive a t a f f  7 . 7  
Job 2 l .  Oppo r t un i t y  to : 
Enr ich-at uee own b e a t  a b i l it i e s  3 . 8 
i n i t ia t �  new and c r e a t i v e  i d e a e  2 . 5  
uou"'e l e ade r s h i p  rolea  2 . 5  
24 . Oppo r t u n i t y  for  a va r i e ty of wor k aaper i encea 7 . 5  
Senaa o f  2 5 .  Per sona l rewar d  when uuden t a  per form wel l  2 . 5  
Achievement 2 6 .  Conf i d e nce fel t  i n  qua l i ty of t each i n& 0 . 4  
2 7 .  Sat i a fa c t i o n  de r ive d f rom pro f ea a iona l 
c on t r i b u t ion • ( e . a . ,  p r o f .  oraan . ,  fo ruma 1 
a r t i c l e• pro ie c t a ) 5 . 9  
llacoan i t i oo 2 8 .  Apprec i a t i on expreued b y  atud e n t a  7 . 1  
29 . A t t e nt i on by a dm i n u t ra t o r a  for qua l i t v  o f  work 1 5 . 2  
lO . Peer approval  and ouppo r t  f o r  con t r ibut i ons S . 4  
3 1 .  Commend a t  iono from parenta/coonmuni t y membeu u .  7 
Growth 32 . Oppor t uni t y  to d eve l op own bea t  olr.i l l o ,  
a b i l i t i ea t a l e n t  a 2 . 9  
3 3 ,  Opportun i t ie a  fo r :  
l e a d e r a h i 2  r o l e a  w i t h i n  the achoo l ayo t e• 6 . 7  
advanc e ment  w i t h i n  the achool ava t em 2 0 . 0  
S t a tue 3 4 .  Sat i s fa c t ion wi th atatua of tea china • •  a 
pr ofea a ion 
a& 12e rc e i ved by_ atudenta 1 2 . 5  
a s  pe r c e i ve d  by col league& 4 . 2  
u perce i ved by parent a and co ... unit:y l l .  5 
3 5 .  Pe r aonal aa t ia fac t i on w i th prea t i &e of teacblna 
· - _ �··-- �--P!.!>f���!_�.�-- -·-------------·-- · ·-------------- --- !J_._4 
� 
.., ""' 
... . ..... ..... 0 N "" � ""' ""' 
.. ... ... 
8 0 .. 0 .. .. u > 
2 0 . 1 6 8 . 3  8 . 2  
2 8 . 2  5 7 . 2  4 . 6  
2 2 . 9  5 4 . 3  1 4 . 5  
1 5 . 0  5 5 . 7  24 . 2  
2 2 . 1  5 3 . 9  1 8 . 6  
26 . 1  4 8 . 9  1 7 . 3  
1 3 . 4  5 2 . 2  30. 7  
l l . 8  5 2 . 8  3 0 . 9  
2 4 . 6  5 6 . 9  1 5 . 9  
3 1 . 9 4 9 . 1  1 1 . 5  
1 5 . 0 5 3 . 2  29 . 2  
7 . 9  5 6 . 4  3 5 . 3  
2 7 . 6  5 5 . 5  1 1 . 1  
2 6 . 1  �3 . 2 1 3 . 6  
34 . 0  39 . 7  1 1 . 1  
2 4 . 8  5 6 . 4  1 3 . 4  
3 8 . 4  19 . 5  1 0 . 4  
1 9 . 6  5 7 . 4  2 0 . 0  
4 0 . 7  46 . 1  6 . 5  
4 1 . 8  3 1 . 3  4 . 8  
)9 . 0  4 1 . 1  7 . 3  
2 6 . 9  60 . 7  8 . 1 
4 5 . 7  3 8 . 2  4 . 6  
. _ _1_2.jl_ !� 1 4 . 8  
• .. .. 
,! 
.. .. .. a ... • u 
"" 
X 
2 . 8 1  
2 . 56 
2 . 7 5 
2 . 99 
2 . 86 
2 . 76 
3 . 09 
3 . 1 2  
2 . 86 
2 . 6 5  
3 . 09 
3 . 2 7  
2 . 1 2  
2 . 1 3  
2 . 46 
2 . 7 8 
2 . 49 
2 . 9 5  
2 . 5 2  
2 . 2 1  
2 . 4 3  
2 .  7 l  
2 . 36 
----· 2 . �$ -
"CC .. .. .... .. . . " 
w 0 .... ... 
w 
.. . .. ... 
" > D U 
O.. A .. .. "" 
so 
. 6 1 9  
. 7 )4 
. 804 
. 1 7 1 
. 7 7 8  
. 8 2 8  
. 7 63 
· �-  . 69 8  
. 78 1  
. 1 32  
. 6 1 6  
. 736 
. 78 1  
. 88 1  
. 7 4 2  
. 8 3 3  
• 7 1 5  
. 1 1 1  
. 8 1 5  
. 802 
. 66 7  
. 744 












Suppo r t  
Sy a tema 
Formal 




S c ience Teachers ' Re s pon s e  P e rcen t ages , Means , and S t andard Dev i a t i on s  
for I t em S a t i s fa c t i on .  
1 .  
2 .  
3 .  
4 .  
5 .  
6 .  
1 .  
8 .  
9 .  
1 0 .  
1 1 . 
1 2 .  
1 3 .  
1 4 .  
H .  
1 6 .  
1 7 .  
1 8 .  
1 9 .  
-
SCHOOL L I F E  FACTORS 
Adequacy of the bu i l d i na fad l i t  i u  
A v a i l a b i l i ty_ of needed vork aPace 
Qua l i ty of ma i n t enance 
Av a i l a b i l i ty o f  needed ma t e r i a h  
Ava i l a b i l i t y  o f  equ i pmen t  
Leve 1 o f  f i nane ial  aupport for pro�trema 
Number o f  e tudent cont a c t a  ae r dav 
C l • • •  a i ze 
P r ov i o ion for p l a n n i n �  t ime 
D i s t r i b u t ion o f  non- i n o t ruc t i on a l  d u t i e a  
l n a t ruc t iona l w o r k  a•• ianme n t a  r e l a t ed to 
e x pe r t  h e  
Adm i n i s t r a t i ve aupport f o r :  
d i s c i p l ine 
i n a t ruc t iona l proceaa 
a n d  procedurea 
new ideaa ( e . a .  c u r r i c u lum t e a c h i n g  a t r a t e R i e a )  
Commun i ty or,a n i & a t ionl auppo r t  o f  acbool 
programo 
Parent al aupport o f  achool ac t i v i t i ea and 
_prO&flliDI 
Le v e l  of a a l a rv 
Lev e l  of bene f i t •  
Ava i l abi l i t y  o f  mone t a r y  i ncent ive• 
Op!>ot't un i t  i • u  f o r  promot ion 
Oppo r t un i t y to : 
e a r t i c i(>& t e  i n  schoo l -vide dec i a iona 
a f f e c t de�a r t ment a l  d ec i s i ons 
make d ec i a iona re&a r d i ng e t u dent d i o c i2l ine 
make d e c i s i on •  resa r d i ns i ns t r u c t iona l me thode 
make d e c i 1 i o n a  regard i n g  courae c o n t e n t  
""' --
.. 
0 ,... 0 "' • � 
.... .. .. 0 .. 0 :.0 • 
1 5 . 3  1 5 . 4  
1 5 . 4  3 3 . 1 
2 . 6  2 8 . 2  
2 . 6  2 0 . 5  
2 . 6  1 0 . 1  
5 . I  1 5 . 4  
1 0 . )  2 J . l  
1 0 . 3 ) ) , ) 
5 . 1  )) . 3  
1 . 1  : U . 1  
2 . 6  S . l  
2 . 6  1 0 . 3 
2 . 6  5 .  I 
5 . 1  1 0 . 3  
1 . 1  1 0 . 3 
1 2 . 8  5 . 1  
1 5 . 4  2 3 . 1 
1 2 . 8  2 5 . 6  
1 7 . 9 4 6 . 2  
30 . 8  4 6 . 2  
1 . 1  3 5 . 9  
5 . 1 2 0 . 5  
2 . 6  1 2 . 8  
o . o  1 . 1  
:1..6 5 . 1 
.., .. .. . .., 
:; " .. .. .. .. " 
� � .. 0 lfil ... .., ... "' 0 .. .. .. .... 8 . . ... � .. " > 0 0 .. .., .... 0. O. Q  0 .. • .. 0 .. .. .. l.t > "' "' 
X SD 
5 1 . )  J 7 , 9  2 . 7 4 . 8 74 I 
30. 8  2 0 . 5 2 . 56 . 988 
5 3 . 9  1 5 . 4  2 . 82 . 1 1 6  
4 3 . 6  3 1 . 1 ) , 08 . 80 2  
5 8 . 9  2 8 . 2  3 . 1 3  . 69 1  
4 1 . 0 3 8 . 5 3 . 1 3  . 858 
4 8 . 7  1 7 . 9  2 . 74 . 8 74 
3 0 . 8  2 5 . 6  2 . 1 2  . 9 66 
3 8 . 5  2 3 . 1  2 . I )  . 9 58 
48 . 7  2 0 . 5  2 . 1 2  .849 
64 . 1  2 8 . 2  3 . 1 8 . 6 39 
5 1 . 3  3 5 . 9  3 . 2 1  . 7 2 7  
5 6 . 4  3 5 . 9  3 . 2 6  . 6 1 3 
5 8 . 9  H . 6  3 . 0 5 . 75 4  
6 1 . 5  2 0 . 5  2 .9 5  . 78 8  
5 6 . 4  2 5 . 6  2 . 9 5  . 9 1 0  
5 3 . 9  7 . 7  2 . 5 5 . 84 6  
4 6 . 2  1 5 . 4  2 . 64 . 89 7  
)0 . 8  5 .  I 2 . 68 . 805 
2 0 . 5 2 . 6  1 . 9 5  . 788 
5 3 . 9  2 . 6  I .  5 I  . 6 79 
4 8 . 7  2 S . 6  2 . 9 5  . 82 0  
69 . 2  1 5 . 4  2 . 9 1  . 624 
56 . 4  3 5 . 9  3 . 2 8 . 60 1  
4 6 . 2 4 6 . � � . 36 . 702 . \0 w 
Tah le , l 2  ( c ont inued ) 
I 
"' 
..... ... � 
.. 
8 ..... � .. 
... .. .. 8 ' .. ;. .. 
CATI!WIIY SCHOOL LIFE FACTORS 
lnc l uaioo 20. Senoe of pe raone l i nvolvemant i o ;  
fac ul tl work a c t i v i t iea 2 . 6 20 . S  
dec i a i on mak i n2 oroce a a 1 0 . 3  2 0 . 1  
d a v  t o  dav i n t e ra c t i on•  with l t o f f  membero 1 5 . 4  1 5 . 4 
2 1 . Wi l l i ngneoa of o t e f f  to inc lude new a t a f f  S . l 20. 5 
2 2 .  Senee o f  mu t u a l  t r u1 t :  
w i t h c o l l easue a  7 , 7  1 2 . 8  
w i t h  adm i n i • t r a t i ve o t e f f  5 . 1  1 7 . 9 
Job 23. Oppor tun i t y  t o :  
Enr i chunt uae ovn belt  a b i l i t i e a  2 . 6  7 . 7  
i n i t i a t e  new a nd cre at i ve ideaa 2 . 6  7 . 7  
ea aume l eedeuh i o  r o l e a  5 . 1  I O . l  
24 . Oppo rtun i t y  for • va r i e ty of vork e x pe r i ence • 1 0 . }  2 5 . 6  
Sanae of 2 5 . l'e r sond uvard vhen a t udenta peC"form we l l  2 . 6  1 0 . 3 
A�hi eveaaent  26.  Con f i de nce fel t i n  Qua l i ty o f  te ach i ng o . o  7 . 7  
2 1 .  Sa t i l f&c t lon d e r i ved f rom pro f e a a iona l 
cont r ibut i on• ( e  • • • •  pl'o f .  oraan. , fo ruma , 
a r t l c l e a  oro i ec t o )  5 . 1  28 . 2  
leco11n i t ion 2 8 .  Apprec i a t i on exPreued b y  atudenta 2 . 6  2 3 . 1  
29 . A t t e n t ion bv adm i n i e t ra t ora for Quo l i t y  o f  work 7 . 7  30. 8  
30. Peer •Pe!£11111 and au�eo r t  f o r  con t d bu t i ona 5 . I  1 5 . 4 
3 1 .  Commenda t i on• f rom oarent a /communi t y  member• 5 . 1 48 . 7  
Growth 32. Oppo r t un i t y  to deve l op own be a t a k i 1 L a ,  
ab i l i t i u  ta l e nt a o . o  2 5 . 6 
3 3 .  Opportun i t i e a  f o e ;  
leaderah i D  ro l e a wi t h i n  t h e  achool ayateoa 1 5 . 4  2 1 . 1 
advancement wi t h i n the  achool a v o t em 2 3 . 1 4 1 . 0  
Statui 34 . Sa t i a fa c t i o n  with a t a t ua of t e ach ina •• a 
pro feu i on 
•• eeC'ce i ved hl atudentl  J O . l  4 3 . 6  
• •  ee rce i ved bl c o l l eague• 2 . 6  30. 8 
•• oerc e i ved bl ea renll a n d  coawun i ti 1 2 . 8  4 1 . 0 
lS . Peraonal aa t i a fect i on w i t h  preot iae of teachina 
• •  • o r o f�aa ion 1 5 . 4  3 5 . 9  --··- ·-······-�·-- -
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SCHOOL LIFE FACTORS I SD 
I .  Adequacy of the bu i l d i na faci l i t iea 5 . 1  l l . 2  6 0 . 5  2 1 . 1  2 . 9 2  . 74 4  
2 .  Ava i l ab i l i ty  o f  needed wo.-k ooace o . o  1 5 . 8  6 3 . 2  2 1 . 1  3 . 05 . 609 
3. Qua l i ty of m i nunance 2 . 6  1 8 . 4  6 3 . 2  1 6 . 8  2 . 92 . 669 
I 
4 .  Ava i labi l i t y  o f  needed ma t e r i a l •  0 . 0  1 8 . 4  6 0 . 5 2 1 . 1  3 . 0 1  . 63 2  
5 .  Ava i l abi l i ty of e n u i pment  o . o  1 8 . 4  5 5 . 3  2 6 . 3  3 . 08 . 669 
6 .  Lev e l  o f  f inanc i a l  aut><>Ort for 1>roo.ram1 2 . 6  u . s  6 0 . 5  2 1 . 1  3 . 00 . 69 3  
I 
1 .  Number  of s tudent con t a c t a  pe.- day � . l  1 5 . 8  60. 5 1 8 . 4  2 . 9 2  . 11,4 I 
8 .  C l a s s  s i ze 5 . 3  1 8 . 9  4 7 . 4  1 8 . 4  2 .  79 . 805 
9. P�ov i s ion for 2lann i ns t ime 2 . 6  1 8 . 4  5 7 . 9  2 1  . I  8 . 9 7  . 1 1 1  � o t r i b u t ion o f  non - i n s t ruct i o n a l  dut i e a  7 . 9  1 5 . 8  6 5 . 8  1 0 . 5 2 . 79 . 1 36 
1 1 .  lna t ruc t i ona l work aeaianment o r e l a t ed to 
e x pe r t  i 1 e  5 . 3  1 8 . 4  5 5 . 3  2 1 . I 2 .9 2  . 1 79 
1 2 .  Adm i n i a t re t ive aupport for :  -
d i sc ij>.l ine 2 . 6  2 1 . 1  so.o 2 6 . 1  J . OO . 76 6  
inl t ru c t ional proce11 
and procedures o . o  1 3 . 2  5 7 . 9  2 8 . 9  3 . 1 6  . 6 14 
new i deas ( e .s• c u r r i c u l um t e ach in� at rateaie a )  o . o  1 8 . 4  6 0 . S  2 1 . 1  3 . 0 1  . 6 32 
1 3 .  Communi t y oraan i � a t i on a  auppor t o f  achool 
proKrama S . 3  2 8 . 9  5 5 . 3  1 0 . 5  2 .  7 1  . 12 1  
1 4 .  Pa rent a l  auppcrt of  achool ac t iv i t iea and 
programe 7 . 9  2 1 . 1  6 3 . 2  7 . 9  2 .  7 1  . 1 2 1  
1 5 .  Lev e l  of  u l ary 1 5 . 8  2 8 . 9  4 4 . 7  1 0 . 5  2 . 50 . 88 1  
1 6 .  Lev�t of bene f i t s  2 1 . 1 1 0 . 5  50 . 0  1 8 . 4 2 . 6 6  1 . 0 1 4  
1 7 .  Ava i l ab i l i t y  o f  mone t a rl inee n t i v e a  3 1 . 6  34 . 2  3 1 . 6  2 . 6  2 . 0 5  . 862 
1 8 .  Oppo r t u n i t  i e a  for promo t ion 28 . 9  3 6 . 8  2 8 . 9  5 . 3  2 . I I  . 888 
1 9 .  Opportun i t y  t o :  
�a r t i c i ea�e in achoo l -vide dec i a i ona J S . 8  36 . 8  4 7 . 4  o . o  2 . 32 . 7 34 
a f fe c t  deea r t�enc a l  d e c i aion1 2 . 7  29 . 7  5 6 . 8  1 0 . 8  2 . 7 6 . 6 79 
make dec i s ions r egard i n lt  a t ud�nt d i e d o l i ne 2 . 6  2 8 . 9  5 5 . 3  1 3 . 2 2 .  79 . 699 
make dec i a i ona regard ins i n s t ruct i on a l  me thodl o . o  1 0 . 5  5 0 . 0  3 9 . 5  3 . 29 . 649 
make dec i a iona regard i ng course content o . o  2 1 . 1  S2 . 6  2 6 . 3 3 . 05 . 69 1  \l:) U1 
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CATEGORY SCHOOL L I FE FACTORS 
lnc luaion 20 . Senae of per1ona l invo l vement i n ;  
fa cu l t l wor k ac t i v i t i e a 0 . 0  2 1 . 7  
dec i a i on ma � i ns eroce s a  5 . 3  2 6 . 3 
day t o  d a v i n t e r ac t ions w i t h  o t a f f  �embera 2 . 7  32 . 4  
2 1 .  W i l l i ngne a a  of a t a f f  t o  i nc l ud e  new a t a f f  1 3 . 2  1 5 . 8  
2 2 .  Senae o f  mut u a l  t rua t :  
w i t h  c o l l ea.l!!e l 5 . 3  2 1 . 1  
w i t h  a d mi n i o t ra t i v e  a t a f f  2 . 6  2 8 . 9  
Job 2 1 .  Oppo r t un i t y  t o :  
EnridliMnt uoe own be a t abi l i t i e o 5 . 3  1 8 . 4 
i n i t i a t e  nev and c r e a t ive i deaa 2 . 6  7 . 9  
as sume l e ade r ah i p  ro le o 2 . 6  2 3 . 7 
24 . Oopor t un i t v  fo r a var i e t y  of work exJ>e r iencea 2 . 6  34 . 2  
Senae o f  2 5 .  Person a l  rewa rd when a t uden t a  per form we l l  2 . 6  1 8 . 4  
A c h i eve111ent 2 6 .  Con f i d e n c e  fe l t  i n  qua l i t Y  o f  t each ing 0 . 0  l O . S  
2 1 .  S a t i a f a c t ion der i v ed f ro• pro fe a a iona l 
cont r i b u t ion• ( e . ,  • •  p r o f .  oraan . ,  forumo , 
• rt i c l e a o ro ie c t a ) 5 . 3  2 8 . 9  
llec o11n i t  i on 2 8 .  Apprec i a t ion expreaaed b y  a t uden t a  1 0 . 5 7 . 9  
29 . A t t en t i on bi adm i n i s t ra t o r •  for Qua l i t y of work 2 1 . 1  2 8 . 9  
3 0 .  Peer approva l and •ueeor t  for cont r i but iona I O . S  1 5 . 8  
) I .  Commendat ion• f rom p a rent s / commu n i t y  me�be ra I S . 8  34 . 2  
Growt h  32. Oppo r t u n i t y  t o  deve l op own be at a k i l l a ,  
a b i l i t ies t a le n t  a 7 . 9  1 5 . 8  
33. Oppor t un i t iea f o r :  
l ea d e r a h i e  ro l e s w i t h i n  t he a c h o o l  oya t em 7 . 9 44 . 7  
advancement w i t h i n  the achool a v a tem 1 5 . 8 4 7 . 4  
Sutua 34. Sa t i a f ac t ion w i t h  a t atuo of teach i n1 •• a 
pro f e a a i o n  
aa �er c e i ved bi a t ude n t a  1 5 . 8  2 3 . 7  
• •  eer c e i v!d bl col leasuea 1 . 9  2 1 . 1  
aa p e r c e ived by par en t s and commu n i ty 1 5 . 8  34 . 2  
3 5 .  Pe raonal a a t i o fac t ion with p rea t i ae o f  t each ina 
-'--- �a a pr o f e s a i on 1 5 . 8  19 . 5  
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4 5 . 9  1 8 . 9  
4 4 . 7  26 . 3  
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6 5 . 8  7 . 9 
4 2 . 1  7 . 9  
5 5 . 3  2 1 . 1  
4 7 . 4  o . o  
34 . 2  2 . 6 
50 . 0  1 0 . 5  
60 . 5  1 0 . 5  
4 1 . 4  2 . 6  
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As Tab l e  1 1  ind i cates , areas of  t o t a l  samp le response  wi th 
high leve l s  of perce ived s a t i s fact ion ( a t leas t 8 5 %  of  re spons e s  
ranging from good to very good ) inc l uded : 
• Ava i l ab i l i t y  o f  equipment 
Admin i s t rat ive support for ins t ruct ional  proce s s e s  and 
procedures 
• Oppo rtun i t y  to make dec i s i ons regarding ins t ruct i ona l 
me thods 
• Opportun i t y  t o  make dec i s i on s  regard ing course content 
• Conf idence fe l t  in qua l i t y  of teaching 
Several  maj or variab le catego r ie s rece ived a high percentage 
of poor to very poor re sponses re l a t ive to leve l s  of  perce ived 
s a t i s fa c t i on .  I tems that compos e variab le areas re l a t ed to forma l 
rewa rds , recogn i t ion , growth and s t a t u s  we re p erceived t o  have 
the highe s t  leve l s  o f  d i s s a t i s fac t ion . Other variab l e  categories  
conta ining i t ems that ind icate a r e l a t ive ly high l ev e l  o f  d i s s a t i s -
fac t i on were working cond i t ions , work load , support s y s t ems , and 
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inc l u s ion .  In add i t ion to thes e  c a tegorie s ,  several ma j o r  var iab l e s  
c ont a ined a s ing l e  i t em of  rather high d i s s a t i s fact ion . The s e  
areas inc lude work con t ro l , j ob enrichment and sense of  achievemen t .  
I n  orde r t o  compare a s  we l l  as c l as s i fy ma j o r  va riab l e  cate-
gor ie s , a we ighted s a t i s fac tion va lue was computed in the same 
manne r as for the prev i ou s l y  p resente d impo rtance va lue s ( see 
Appendix B ) . The s e  va lues a l l ow for the d i rect compar i s on of  the 
pe rceived s a t i s fac t i on leve l s  of each variab le category on an 
e qu iva lent bas is , and are reported in Tab l e s  1 4 , 1 5 , and 1 6 .  
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Tab l e  14 . Wei gh ted Sa t i s fact ion Values : To t a l  S amp l e . 
Vari ab le  Cat egory X SD  
Working Cond i t i ons 3 3 . 88 7 . 22 
Re s ources 3 7 . 3 0 7 . 49 
Work Load 3 3 . 88 6 . 3 7  
Support Sys tems 3 5 . 1 1 6 . 12 
Forma l Reward s Sys tem 2 7 . 84 7 . 9 1  
Work Con t ro l  34 . 43 6 . 05 
Inc lu s i on 3 3 . 48 6 . 1 1  
Job Enr ichmen t 35 . 1 8 7 . 10 
Sense of  Ach ievement 3 6 . 30 5 . 84 
Re cogn i t ion 3 1 . 3 8 7 . 0 7 
Growth 3 0 . 7 1 7 . 05 
S t atus 3 0 . 2 2  7 . 04 
N = 4 7 9 ; pos s ib le s a t i s fac t ion va lues 0 t o  48 . 
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Tab l e  15 . Weighted S a t isfac t i on Values : Sc ience Teache rs. 
Var iable Cat e gory X SD 
Work ing Cond i t i ons 3 2 . 92 8 . 08 
Resources 3 7 . 33 8 . 42 
Work Load 34 . 22 6 . 9 1 
Support Systems 3 6 . 98 5 . 76 
Formal Rewards System 2 8 . 08 7 . 8 7 
Work Con t ro l  3 6 . 1 8  5 . 45  
Inc l usion 3 3 . 95 6 . 63 
Job Enrichment 3 7 . 00 7 . 12 
S ense o f  Ach i evemen t 3 7 . 85 6 . 69 
Recogn i t i on 33 . 3 1  7 . 09 
G rowth 3 0 . 67 8 . 0 2 
S ta tus 3 0 . 00 7 . 3 9 
N = 7 8 ;  possib le sa t isfac t ion values 0 to 48 . 
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Tab l e  16 . Wei gh ted S a t i s fac t ion Values : Mat hema t i cs Teachers . 
Variab le Cat egory X SD  
Working Condi t ions  3 5 . 7 9 5 . 46 
Re sources 36 . 42 6 . 96 
Work Load 34 . 5 5 6 . 38 
Support Systems 3 5 . 0 5 5 . 47 
Fo rma l Rewards Sys tem 2 7 . 9 5 8 .  7 1  
Work Con t ro l  3 3 . 99 5 . 26 
Inc lusion 3 3 . 84 5 . 45 
Job Enri chment 34 . 5 0 6 . 49 
Sense of Ach i evement 3 5 . 80 5 . 69 
Recogn i t ion 3 0 . 7 9 6 . 4 1  
Growth 3 0 . 1 1  7 . 3 7 
S t atus 30 . 24 7 . 34 
N = 7 6 ; pos s ib le sat i s fact ion values 0 to 48 . 
Tab le 14 summarizes  in par t icular the wei ghted s a t i s f a c t i on 
va lue s  for each o f  the ma j or variab l e  categories  as  perce ived by 
t he t o t a l  samp l e  o f  c l a s s room teache r s . Forma l rewards sys tem 
wa s the va riab le  rece iving the lowe s t  s a t i s fa c ti on value r e l a t ive 
to t he o ther maj or vari ab le  categorie s . The catego ry rece iving 
1 0 1  
the  h ighe s t  re l a t ive leve l o f  sat i s f act i on wa s t h e  var i a b l e  deal ing 
with res ources . The range o f  sat i s fa c t i on va lue s among the  1 2  
variab l e  catego r i e s  was 9 . 5 ,  indicat ing a more d iver s i fied percept i on 
than for weighted impor tance va lue s ( Tab l e  6 ,  page 8 1 ) . 
Responses  by  the subsamp le  o f  sc ience teachers are recorded 
in Tabl e  1 2  ( page 93 ) .  Percentages  rela ted to the leve l of re s ponses ,  
means , and response s t andard devi a t ions appear in the t ab l e . Re spons e  
frequencies ind ica t e  tha t the highe s t  l eve l s  o f  perceived s a t i s fact ion 
oc curred concerning the f o l l owing i t ems : 
• Avai lab i l i t y  o f  e quipmen t 
• Ins t ruc t ional work ass ignment s  re l at ed to  expert i s e  
• Adminis t r a t ive support f o r  d i s c i p l ine 
• Admin i s t r a t ive support for ins truc t iona l proc e s s e s  and 
procedures 
• Admin is trat ive support for new id eas 
Opportunity to  make deci s ions re gard ing s tudent  d i s c i p l ine 
• Oppo r t un i ty to make decis ions regard ing inst ruc t i onal 
method s 
• Opportun i t y  t o  make de cis ions regard ing course content 
Opportun i t y  t o  in i t ia t e  new and creat ive ideas 
Op portun i t y  t o  a s s ume leadership r o l e s  
1 0 2  
• Confidence f e l t  i n  qua l i ty o f  t e ach ing 
• Opportun i ty t o  us e own be s t  ab i l i t i e s  
S everal  ma j o r variab le  categor ies rece ived a h i gh percent age 
of poor to very poor r e s pons e s  r e l a t ive to l ev e l  of perce ived s a t i s ­
fac t i on .  Items that c ompose  var iab le  areas related t o  forma l reward s 
s y s t em ,  recogn i t i on ,  and s ta t us we re percei ved to  have the h ighe s t  
l evel s  o f  d i s s a t i s fac t ion . O ther var i ab l e  cat egories con t a in ing 
i t ems that ind ic a t e  a r e l a tively h i gh l eve l of d i s s a t i s fac t ion 
we re work l oad and growth . In add i t i on t o  these catego r i e s  seve ral 
ma j o r  variab l e s  conta ined a s ingle i t em o f  rather h igh d i s s a t i s fac­
t ion . The s e  areas inc lude work cond i t i ons , work contro l , j ob 
enri chment , and s en s e  o f  achievemen t . 
Tab l e  1 5  summa r i ze s  the we igh ted s a t i s fac t ion va lue s b y  
var iab l e  category for  sc ience teachers . Formal  rewards sys tem 
was the variable receiv ing the l owe s t  s a t i s f ac t ion va lue r e l a t ive 
to the o ther maj o r  variab l e  categor ie s .  The category repo r t ed 
a s  having the h i ghe s t  rel at ive lev e l  o f  sat i s fac t i on wa s the var iab l e  
a s s oc ia t ed w i t h  sense o f  ach ievemen t . The range o f  sat i s f ac t i on 
values  among the 1 2  variab le ca tego r i e s  was 9 . 8 ,  ind icating a more 
d ivers i f ied perc ep t ion than for we i gh t ed importance va lue s  for 
t h i s  sub group o f  the t o t a l  s amp l e .  
The workp lac e  s at i s fa c tion as  perce ived b y  ma thema t i c s  teachers 
was h igh for on ly five s pe c i f i c  i t ems wi thin the maj o r  va riab l e  
ca tegor i e s  ( Tab l e  13 , page 9 5 ) .  Re s pons e  frequenc i e s  ind ica t e  
t h a t  the se  i t ems inc lude : 
• Avai lab i l i t y  of  needed work space 
• Admini s t ra t ive support for ins t ru c t iona l proce s s  and 
procedures  
• Opportun i t y  t o  make dec i s ions regard ing ins t ru c t ional 
me thods 
• Oppo r t un i t y  t o  init iate new and creative ideas 
• Con f idence fe l t  in qua l i t y  of  t eaching 
In  contras t ,  several ma j or variab l e  categories rece ived 
1 0 3  
a hi gh percent age of  poor t o  very poor respon s e s  re l a t ive t o  level s  
o f  perce ived sat i s fac t i on .  Categori e s  con t a ining the mo s t  i t ems 
perceived t o  b e  poo r l y  sat is fied were forma l reward s sys t em and 
s t at u s . Maj or variab l es containing at lea s t  two spe c i f ic i t ems 
perce ived t o  be  at a l ow l evel of  s a t i s fact ion include recogn i t ion 
and growth . The ma j or variab l e  categories of work load , sup por t 
s y s t ems , inc lus ion , j ob enri chment and sense o f  ach ieveme n t  a l l  
cont ain one i t em ind icat ing a poor leve l of  sat i s f act ion . 
The means and s t andard deviat ions of  the we ighted sa t i s f act ion 
values for the ma j or variab l e  catego r i e s  are summa r i z ed in Tab l e  16 . 
As w i t h  the subgroup of s c ience t eachers and the t o t a l  s amp l e , 
mat hema t ic s  t each e r s  gave forma l rewards sys t em the lowe s t  rela t ive 
rat ing of  s a t i s fac t i on among the 12  variab les . 
V I . COMPARATIVE ANALYS ES OF IMPORTANCE AND 
SATISFACTION LEVELS 
In order to p o r t ray the d i s c repanc i e s  that exi s t  be tween 
the importance of  a var i ab l e  ca tegory and the l evel of perce ived 
s a t i s fa c t i on , an index for the perce ived qual i ty of wo rk l i fe was 
deve loped as exp la ined in Chap ter  I I I . Th i s  index value e s t imates  
the  amount of  d i s c repancy that  exi s t s  re l a t ive t o  each cat egory . 
I t  a l s o  a l l ows for compar i s on among variab l e  categor i e s  on an 
e quivalent bas i s . The computat ion for thi s perceived qual i ty of 
work l i fe index is given by the formu l a : 
where : 
V i = a s p ec i f i c  variab le  cat egory . 
Ivi = s um of impor t ance re spon s e s  for each of the i t ems 
compos ing the cat egory . 
Svi = sum o f  s a t i s fact ion r e s pons e s  for each of the i t ems 
compos ing the  cat egory . 
pQWL : Vi = perce ived qua l i t y  of  wo rk l i fe index for any given 
variab l e  category . 
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The quot ient d er ived from this operat i on ranges from . 25 t o  4 depend­
ing upon the s i z e  and d i re c t ion of the d i s c repancy . A value o f  
4 ind icates  a var iab l e  was j udged t o  be  very impo rtant and very 
poorly s a t i s fied , wh i l e a va lue of . 2 5 ind i c a t e s  that a var i ab l e  
i s  perceived t o  be  unimpor t ant  but is  being s a t i s f i ed a t  a very 
hi gh l eve l . A r e l a t ive b a l ance is  repre sented by  a quot ient of 
1 ,  ind i c a t ing the var iab le  category is be ing who l i s t i ca l ly 
s a t i s fied a t  a leve l comparab le to i t s  impor t anc e .  
1 0 5  
The d i s c re pancy index was deve loped t o  port ray r e l a t ion s hip s 
be tween the leve l of  ind icated impor t ance and the degree of s a t i s ­
fact ion b y  var iab l e  category . Rat h e r  than quan t i fy s pe c i f i c  per­
ceptual di ffe rences a t  the i tem leve l ,  the index i s  u t i l i z ed only 
a s  a genera l port rayal o f  the variab l e  as j ud ged by the res pondent s '  
rat ings of t he i t ems that define that overa l l  category . The refore , 
the index values wou l d  s e rve t o  ind icate  both poten t i a l  prob l em 
areas and areas of  s t rength re lated t o  workplace i s sues and cond i ­
t i ons . 
In order for speci f i c  act ion to be  t aken to improve workp lace 
sat i s fact ion , i tem r e s pon s e s  within each of  the more d i s c repant 
var iab l e  categor i e s  shou l d  be  examined . Attent ion to spec i f i c  
i t em respon s e s  shou l d  a l s o  be  given i n  t h e  c a s e  o f  tho s e  variab l e  
c a tegories  that have d i s c repancy ind i c e s  approaching one . As tpe 
index approache s uni ty , a t  l ea s t  two pos s i b i l i t ie s  exi s t . The 
r e s p ondent may have given a b ipo lar c a t e gor ical  res pons e  ( i . e . , 
l ow importance- low s a t i s fact ion on one item con t ra s t ed to h i gh 
import ance-high s a t i s fact i on on ano the r i t em) , or there may have 
b een a homogeneous impor t ance- sati s fact ion r e s pon s e  p a t t e rn to 
i t ems in that c a t egory . 
Compu tat ions inc l ud ing the me an , s t andard deviat ion , and 
range of pQWL for the t o t a l  samp le  are pre s ented in Tab le 1 7 . 
The variab l e  catego r i e s  genera ting the h i ghe s t  pQWL values were 
formal rewards sys t ems , s t atus and recogn i t ion . Tho s e  var iab l e s  
ind i cat ing s l igh t l y  sma l ler d i s c repanc i e s  be tween importance and 
Tab l e  1 7 . S e lec ted D e s c r i p t ive S t a t i s t i cs  Concerning Tot a l  S amp l e  
Index Value s . 
S t andard Minimum Maximum 
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Workplace Category Mean Dev i a t ion Va lue Value Range 
Working C ond i t i ons 1 . 3 1  . 44 7  . 3 1 4 . 00 3 . 6 9 
Res ources 1 . 23 . 3 54 . s o 3 . 00 2 . 5 0 
Work Load 1 . 30 . 3 68 . 6 0 3 . 3 3 2 . 7 3 
Support  Sys t ems 1 .  25  . 30 5  . 53 2 . 5 0 1 .  9 7  
Forma l Reward 1 . 65 . 7 5 5  . 5 8 4 . 00 3 . 42 
Sys t ems 
Work C on t ro l  1 . 24 . 34 7  . 5 9  4 . 00 3 . 4 1 
Inc lus ion 1 . 26 . 348 . 46 3 . 2 9 2 . 83 
Job Enri chment 1 .  25 . 405 . 7 3 4 . 00 3 . 2 7 
Sense o f  1 . 14 . 22 7  . 70 2 . 20 1 . 50 
Ach ievement 
Re cogn i t i on 1 . 36 . 46 8  . 5 8 3 . 7 5 3 . 1 7 
G rowth 1 . 34 . 495 . 5 6 4 . 00 3 . 44 
S ta tus 1 . 49 . 5 2 3  . 69 4 . 00 3 . 3 1  
N = 479 ; po s s ib l e  index values . 2 5 t o  4 . 00 .  
1 0 7  
level of sati sfacti on were growth, worki ng condi ti ons, and work 
load. Vari able categories that show the least di screpant conditi on 
were sense of achi evement, resou rces, and work control. It i s  
important to note tha t all varia bles i ndi ca te a discrepant condi ti on 
between the degree of importance and the level of sa ti sfacti on 
wi thi n the workpla ce. 
The pQWL i ndex valu es were also calculated for the su bgrou p 
representing sci ence teachers ( Ta ble 1 8 ) .  Index values for the 1 2  
variable categori es i ndicated a di screpant condi tion between perceived 
levels of importance and sa ti sfacti on . Vari a bles hi ghest i n  term s  
o f  the pQWL i ndex were formal rewards system s, status, worki ng 
condi ti ons and growth. Several variables i ndi cated rela tiv ely 
low di screpancies. Sense of achi ev ement, work control , su pport 
systems and j ob enri chment possessed i ndex valu es a pproachi ng 
equ i li bri um .  
Index valu es ca lculated for the su bgrou p of mathemati cs 
teachers are presented i n  Table 1 9 .  Thi s  table also summa ri zes 
severa l  sta ti sti cs i nclu di ng mean, standard deviati on, and range 
i nf ormation. Varia bles i ndi cating th e mo st importance- sati sfacti on 
di screpancy were forma l rewards system s, status, recogni t i on, and 
growth. Those categori es having the lowest index values i nclude 
worki ng condi ti ons and sense of achi evement. Aga i n ,  i t  shou l d  
be emphasi zed tha t a ll maj or vari a bles genera ted i ndex valu es i ndi ­
cati ng a perceived di screpancy between lev els of importance and 
satisfacti on. 
Tab l e  1 8 . S c ience Teacher Index V a lues . 
S t andard 
Workp l ac e  Category Mean Deviat ion 
Working Cond i t ions 1 . 3 7 . 584 
Res ources 1 . 26 . 3 98 
Work Load 1 . 3 0 . 440 
Support Systems 1 . 1 5 . 294 
Forma l Reward 1 . 5 9 . 7 3 2  
S y s t ems 
Work Control 1 . 14 • 2 5 1 
Inc lus i on 1 . 22 . 43 3  
Job Enrichment 1 . 1 6 . 3 3 5  
Sense o f  1 . 10 . 240 
Achievement 
Recogn i t ion 1 . 2 1  . 344 
Growth 1 . 36 . 5 30 
S t atus 1 . 50 . 49 0  
N = 7 8 ; pos s ib le  index values . 2 5  
1 0 8  
Minimum Maximum 
Value Va lue Range 
. 3 1 4 . 00 3 . 6 9 
. 9 0 2 . 75 1 . 85 
. 6 9 3 . 3 3 2 . 65 
. 6 9 2 . 38 1 . 69 
. 5 8 4 . 00 3 . 42 
. 7 5 2 . 00 1 . 25 
. 6 7 3 . 2 9 2 . 62 
• 83  2 . 50 1 .  6 7  
. 7 3 1 . 83 1 . 1 1 
. 7 3 2 . 3 3 1 .  6 0  
. 5 6 3 . 00 2 . 44 
. 8 7 3 . 2 0 2 . 30 
to 4 . 00 • 
Tab le  19 . Math Teache r Index Value s . 
S t andard 
Workplace Cat egory Mean Devi at ion 
Working Condi t ions 1 . 1 7 . 3 1 1  
Res ources  1 . 24 . 3 3 1  
Work Load 1 .  2 9  . 3 6 5  
Support  S y s tems 1 .  2 1  . 29 0  
Forma l Reward 1 . 1 7 . 902  
Sys t ems 
Work Con t ro l 1 .  2 5  . 2 70  
Inc l u s ion l .  22 . 2 54  
Job Enrichme n t  1 .  2 2  . 29 0  
Sense o f  1 . 16 . 22 4  
Ach ievement 
Recogn i t i on 1 . 4 1  . 5 3 0  
Growth 1 . 40 . 5 2 7  
S ta t u s  1 .  6 1  . 7 3 2  
Min imum 
Value 
. 5 6 
. 5 0 
. 88 
. 5 3 
. 7 1 




. 7 5 
. 7 8 
. 69 




2 . 00 1 . 44 
2 . 00 1 . 5 0 
2 . 5 0 1 . 63 
2 . 00 1 . 47 
4 . 00 3 . 2 9 
2 . 00 1 . 4 1  
2 . 18 1 . 23 
2 . 14 1 . 29 
1 . 83 1 . 03 
3 . 25 2 . 5 0 
3 . 00 2 . 22 
4 . 00 3 . 3 1 
1 1 0  
As a means o f  shedding fur ther  l igh t on the nature o f  the 
r e l a t ion s h ip be tween workp lace fac t o r s ' impor t ance and s a t i s fac t ion , 
add i t ional  s t a t i s t ic a l  ana lyses  wer e  c ondu c t ed . S pearman corre l a t i on 
coe f f ic ien t s  were c a l cu l a t ed involv ing per t inen t demographic  d a t a  
and frequency r e s pons e s  concern ing var i ab l e  i t em impor t ance and 
s at i s fact ion , as we l l  as pQWL indexe s .  The s e  corre l a t ions we re 
computed and analyzed for the  total  samp le  and for both  subgroups  
o f  interes t ,  s c ience and mathema t i c s  teache r s . Due to  the  de s c r ip t ive 
and exp lo ra t o ry nature of the s tudy , an al pha leve l of  . 10 was 
s e l e c t ed as the d e s i re d  leve l of s ign i f icanc e . 
F ind ings from these analyses  reveal that corre la t i on s  invol v ing 
t o t a l  s amp le res pon s e s  concerning the impor t ance and s a t i s fac t ion 
of spec i f ic var iab l e  i t ems were in mos t cases  modera t e  to  l ow 
( Tab l e s  20- 2 5 ) .  However , i t  shou ld b e  no t ed tha t many o f  the s e  
i t em corre l a t ions we re s ign i f icant ( p  < . 10 ) . I t  i s  a l s o  impor t an t  
t o  consider that several o f  the corre lat ions a s sociat ing i t em s a t i s ­
fact ion with s a l ary and years o f  expe r ience were low t o  moderate 
as wel l  a s  s ign i f i can t ( rs > . 20 ,  p < . 10 ) .  
The magn i tudes o f  the corre lat ion s ca lculated for t he sc ience 
and ma themat i c s  teacher subgroups we re cons iderably d i f fe rent from 
those o f  the t o t a l  samp l e . The corre l a t i on coe f f i c ient s generated 
from a compar is on o f  importance and s a t i s fac t ion re sponse s w i t h  
spec i f i c  demograph i c  data were i n  gene ral  much h i gher ( Tables  
2 6  and 2 7 ) . Tab l e s  2 6  and 27 summar i z e  the h i ghes t corre lat ion 
coe f f i c ien t s  for s c i ence and ma thema t i c s  teacher s '  demograph i c  data 
as compared to the i r  imp o rt anc e and sa t i s fa c t ion res pon se s . 
Tab le  2 0 .  
CATEGORY 
Work i na 










Con t ro l  
S i gn i f i cant Spea rman Corre l a t ions : 
by Demogr aph i c  V a r i ab l es . 
I 
SCHOOL LIFE FACTORS 
1 .  Adequuy of the bu i l d i n g  f a d  l it i u  
2 .  Ava i l ab i l i ty of needed work s oace 
l .  Qua l i t y  o f  ma intenance 
4. 
s .  
6 .  
7 .  
8 .  
9 .  
1 0 .  
1 1 .  
u. 
l l .  
1 4 .  
1 5 .  
1 6 .  
1 7 .  
1 8 .  
1 9 .  
Ava i l abi l i ty o f  needed 01ate r i a l e  
Ava i l ab i l i ty o f  equ ipm�nt _ 
Lev e l  of f inanc i a l  &UIH>Ort for l>roa:rame 
Number of e tudent conta<:U oe r dev 
C l a s s  a i z e  
Prov i s ion for pl a n n i n g  t i me 
D i s t r i bu t ion of non- i n u t ruc t i on a l  d u t i e o  
Ina t ruc t ional work a a a i anme n t e  r e l a ted t o  
expe r t  i e e  
Adm i n i s t ra t ive lupport for :  
d i sc ipl ine  
i n e t r uc t i o na l proce e o  
a n d  proce<lur.u 
new ideu ( e .g. curr iculum teaching e t ratea: iee ) 
Coaanun i t y  oraan i & a t ion• aupport  of 1choot 
program• 
Pa re n t a l  euppo rt o f  echoo l ac t iv i t ie • •nd 
orograms 
Lev e l  o f  u l arv 
Level o f  bene f i t a  
Av.a i l a b i  I i t)' o f  monet a ry incent ivea 
Oppor t un i dee for promot ion 
Opportun i ty to:  
p• r t i c ipa t e  i n  •choo l -w i d e  dec i 1 ione 
!f f e c t  dee!rt men t a l  d!c i a ions 
�ke dec i a i o o a  rega!�!ng 1 t udent d i • c i ol i ne 
make dec i a i on e retaJ d i �  inat ruct ionat me thod• 
••ke dec l e i one reaard i n g  courae content 
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SCHOOL LIFE FACTORS 
20. Senoe of pe coon a l  invo l vement in: 
f ac u l t y  uork a c d v i t i e• 
dec i s i on mak i n g  pcoc e s a  
dai to dar i n t e r ac t i on s w i t h  a t a f f  memb e r •  
2 1 .  Wi l l in�ne s o  o f  s t a f f  t o  inc l ude n e w  1 t o f f  
u. S e n a e  o f  mut u a l  tcuo t : , 
w i t h  c o l l eagues 
w i th a dm i n i s t r a t i v e  o t a f t 
23.  Oppo r t un i t y  to:  
u s e  own best ob i l i. t i e o 
i n i t i • t e  n e w  •nd c re at i ve ideas 
o s s ume l e a d e r s h i e  r o l e •  
24 . ol>l:>or t u n i t v for a v a r i e t y  o f  wo r k  ul>er i encet . - .  1 4  
2 5 .  
2 6 .  
2 1 .  
Peroon a l  reward when o t ud e n t a  ner form we l l  
Con f i d ;nce f e l t  i n  9ua l i t y  o f  t e a c h i ng 1 
, So t t t l a c t lon d e r i ved f rom profeaa i.ona l 1 
con t c l b ut ion• (e . a 5 .  prof.  ora•n • •  fo rum s .  
a r t  ! c l e o pro l ec t o )  
�eprec �a t  i o n  e x p�e�a e d  by a t ud�nu . 
' 
2 9 .  A t t e n t t on bl a dm t n t o t r a t o r a  for 9u1 l 1 t l o f  vorkj 
)0 . Peer approva l a n d  auppo r t  f o r  con t r i b u t i on s  
)I . Conunendat i on a f rom pare n t s / communi tv membeu 
ll: .  Oppo r t un i t y  t o  deve lop own beet eki l l e ,  
ab i l i t ie!L_!a l ent e 
ll .  Oppo r t un i t i e a  f o r :  
· l ea d e r o h i 1>  r o l e a  w i t h i n t h e  achool ev a t e,. 
advancement w i t h i n  the ochool a y a tem I 
lit. Sa t l e f a c t lon with e t otue o f  teach in & •• • 
' ' profe u i on 
&e pe rce i ved by a t uden t a  
'aa pe r c e i ve d  by c o l l e�guea 
• •  per c e i ved b! ('Ue n t l  and c ommunl tl 
3$. Pe raona l a a t i a fa c t ion with p r e a t i ca o f  teachi.na 
u a profu s !ol\_ __ ,__ _ __ 
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Tab l e  2 1 .  
CATEGORY 
llorki n 11  











S i gn i f i cant S p e a rman Corre l a t ion s : 
by Demog raphic V a r i ab l e s . 
t .  
2 .  
l .  
4 .  
s .  
6 .  
7 .  
8.  
9 .  
10. 
1 1 .  
12 .  
t l .  
14. 
1 5 .  
1 6 .  
1 1 .  
) 8 .  
19 . 
SCHOOL LIFE FACTORS 
Adequacy of t he bu i l�a d l i t i u 
Av a i l ab i l i t y  o f  needed work apace 
Qua l i t y  o f  111a i n t e nance 
Av a i l a b i l i t y  o f  needed ma t e r i a  I I  
Ava i l abi l i t y  o f _ !;'IU i ('me n t  
Le ve l o f  f i nanc i a l  suppor t for p r o �t r am a  
!lumber o f  a tudent cont ac t a  per dav 
C l a o o  o i u  
P r ov i s ion for p l a n n i nt_!ime 
D i s t r i but ion o f  non- i n s t r uc t i ona l d u t i ea 
l n o t ruct iona l work a o a l gnment a r e l • t ed to 
expert i a e  
Adm i n i a t r at iva 1upport fo r :  
d i s c ipl i n e  
i n a t ru c t i on a l proceaa 
and proc e d u r e a  
n e "  i d e a s  ( e d t .  curr i c u l um t e a c h i na a t r.a t e a i e a )  
Com un i t y or&ani. u t iona aupport o f  1chool 
P<ORrams 
Par e n t a l  aupport of acbool ac t i v i t iee and 
pr ogr ams 
Le ve l of a a l a ry: 
Lev e l  o f  bene f i t &  
Ava i l Ab i l i t y  o f  mone!!!I_i ncent ive o 
Oppo r t u n i t i eo for promot i o n  
Oppo r t un i ty t o :  
1� r t i c i p a t e  I n  acboo l - w l d e  d e c l a lona 
a f fe c t  de�n r t me n t a l  dec i a ions 
��!a l on e  re��� �ns a t udent d i e c iel i ne 
make d e c i a i on a  regar di�• t ruct i onn l me t hod• 
make de c i a ion a �egar d i ng courae content 
To t a l  S amp l e  S at i s fa c t i on Frequen c i e s  
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Tab l e  2 1  ( c ont inued ) . 
CATECORY 
lnc lu a i on 
Job 
Enr ich11ent 
Senae o f  
Achi eve•ent, 





2 1 .  
2 2 .  
2]. 
2 4 .  
2 5 .  
2 6 .  
21.  
SCHOOL L I FE FACTORS 
Sente of per aona l  involvement i n :  
facu l tJ1 work ac t iv i t i e s  
' ' 
dec i s i o n  mak i n& �roc e s 1  
d a l  t o  d a l!  i nt e r ac t ion• w i t h  o t e f f  memb e r &  
W i l l i nsne a a  o f  et a f f  t o  inc l ude new a t a f f  
S e n a e  o f  mut ua l t r u1 t :  
w i t h  col l e u u e s  
w i t h  admi n i o t r a t i ve a t a f f  
Opport un i t y t o :  
uoe own b e a t  ab i l i t i e s  
i n i t i. t t e  n e w  • n d  c r e a t ive i deal 
asaume l ead eu h i p r o l e 1  
Oppo r t un i t y  f o r  a var ie t y of work expe r i e nces 
Pereona l reward whe n  a t ude�t l p e r form we ll 
Conf idenc e  f e l t in gua l i t l! of t e a c h i nR 
Sat \ e f a c t i on de r i ved f r om prof e o a i ona l  
c on t r i,b ut i ona ( e . , . , p r o f .  orsan . ,  f o rumt ,  
a r t i c l e • pro i ec t o )  
' 
,_;� prec i a t  i o n  e x p r e u e d  bv a t u den t e  
29 . At tent i o n  b )!  admi n h t r a t or a f o r  o ua l i t v of work 




3 5 .  
Peer approv a l  and suppo r t  for cont r i but i ons 
Comme rodn i ona f r o•  · parenta/commun i t 'll'- 11embeu 
Oppor t u n i t y  to deve l op own be•t e k i l l 1 ,  
ab i l i t i eo t a l ent l 
Oppo r t un i t ie •  f o r :  
l e a d e r a h i e  r o l e •  w i t h i n  t he school ala t e m  
advancement w i t h i n  t h e  achool o v a t e• ' '  
Sa t i a f a c t ioro 1o1 i t h  1 t a t u1 of te ach i na •• a 
' proh u ion 
1 · • •  e;e r c e i v e d  bl • t udenta • ' ·  
1 aa pe rc e i ved b��uea 
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.. 0 ... ... ... .. 
.. u • 
.. .., u 
... ::a 
M Cl 'II 
lol ... "' 
. 0 8  
' 
. I I  
- . 0 8  --r 
· r --
. l i  . 
• 2 2 . 2 4 
- . 0 8 - . 0 9  
. 0 9 
• 1 2  • 1 8  -





.. u ::a 
.. " 0 
< ... .., 
. 09 
. 0 9  
• 1 4 
. 08 
� 
. l l  
---:-rr- -
. l l  - .  1 0  
. 0 9  
. 2 1  
. 2 8 -•A G 
' 
. I I  • 1 0  
, ·, 
- . I t  
- . O p 




. 1 5  
. 0 9 
. 1 0  
• 1 0 
. 1 0  
• 1 2  
• 2 �.;_ 
- .  1 9  
. I I  
. 2 l  
• 1 2  
. .. 1 6  
. 0 9. 
• 1 0 
• I S.  




Tab le 22 . 
CATEGORY 
Work in& 
Cond i t ion• 







S y o t cm 
Work 
Con t r o l 
S i gni f i cant Spearman Corre l a t ions : Sc ience Teacher Impor tance 
Frequenc i e s  by Demograph ic  Variab l e s . 
.. .. 
u u ..o  " 
! 
" " 0 0 
.. .. 0 ... ... . .. .c ... u .. "' 
. .. .. u • a u .. .. " " "'  u 0 .. .. • p.. p.. ::1 u u ::1 ... 
U 1C .. " ... .. " 0  • 
I>< W  W • .. w ...: ... II> II> 
SCHOOL LIFE FACTORS --
I .  Adeq u a c y  o f  t he b u i l d i n R  fac i l i l i e o  - .  3 4  . 2 4 
2 .  Ava i l a b i l i t y� of ne ede d  work opace 
• 2 7 . 2 3  - .  2 I f--;3& 
3 .  Qua l i t y o f  ma i n t e n a n c e  . 2 3 - .  2 1  . 2 7  
4 .  Av a i l a b i l i t y  o f  needed ma t e r i a l a - .  2 2 
5 .  Ava i l a b i l i t y  o f  e qu i pm e n t  - .  2 4  - . 2 8 - .  2 0  - . 3 8 ----
6 .  Leve l  o f  f inanc i a l a u p p o r t  f o r  p r oaramo - .  4 8 
1 .  Numb e r  o f  a t ud e n t  con t a c t o pe r dav - . 2 0 
8 .  C l a s s  a i ze - . l S - .  1 9  
9 .  P r o v i a i on for p l ann i ng t i me - .  3 3  
1 0 .  D i s t r i b u t i o n  o f  non- i n s t r uc t i on a l  d u t i e a  - .  3 I • 1 9  
I I .  lno t ruc t i on a l  wo rk a a o ignme n t a  re l a t ed to 
e x pe r t i a e  
• 2 I � 
1 2 .  Adm i n i a t ra t i ve a u p p o r t  fo r :  
d i s c i o l  i n e  - .  2 4  - . 5 0 
i n a t ruc t i ona l proc e a a  
-
.lnd pr-oc e d u r e •  
• 2 3  - . 1 9 - .  2 5  - .  2 0  
n e w  i d e a a  ( e . g .  c u r r i c u l um t e a ch i nR a t ra t e R i e a ) - . 2 7  - . 2 3 - . 3 1  -
l l .  Commu n i t y  organ i & a t ion a auppo r t  o f  achool 
proP, ramo 
1 4 .  Pare n t a l  auppo r t  o f  a chool ac t iv i t i e o and 
prog r ama - .  2 I - .  2 7  -
1 5 .  Leve l  o f  s a l a r y  - .  3 4  . 3 0 
1 6 .  Lev e l  o f  b e ne f i t s  • 1 9  - . 2 0 - . 2 3  . 2 4  
1 7 .  Ava i l a b i l i tl o f  mone t a ry i nc e n t i ve s  - .  2 l  - .  2 3  � 
1 8 .  Oppo r t un i t i e o f o r  promo t i on - .  2 9  - .  2 4  
1 9 .  Oppo r t un i t y  t o :  
�a r t i c i �a t e i n a choo l -w i d e d ec i a i on a • 2 5  
a f f e c t  de�a r tme n t a l  d c c i a i ons -. 1 9  r---::-:lo ---m a k e  de c i a i ona rcga r d�a s t ud e n t  d i s c i pl i ne - . 2 2 - . 2 2 
make de c i s i on& re 
- ·  
· 
n a t r uc t i on a l  mc t hod o - .  1 9  . 2 2 




Tab l e  22 ( c ont inued ) .  
CATEGORY 
In c l ue ion 
Job 
£nri. cluoe n t  
Senu o f  
Acb i eve111ent 
Recoanidon 
Gro wth 
S t a t 11 1  · 
20. 
2 1 .  
2 2 .  
23. 
24 . 
2 5 .  
26. 
21.  
SCHOOL L I FE FACTORS 
Senoe of peroona l lnvo lve-nt 
!•cul �rk ac t i v i t i e a  
d ec i s i on mak i n&�• • •  
i n :  
day to day i n t e r a c t i ons w i t h  a t a H  membeu 
Wi l l i noneaa of s t a f f  to i nc lude new a t a f f  
Genae o f  mut ua l t r ua t :  
w i t h  c o l l e al(ues 
w i t h  adm i n i o t ra t ive o t a f f  
Oppo r t un i t y  t o :  
u o e  own b e a t  a b i l i t i e a  
i n i t i a t e  new and c r e a t ive i de a a  
as sume l e a d e r a htP r o l e s  
Oppoc t u n i t v  f o r  1 va r i e t y  o f  work exoe r i en c e a  
Pe rsona l rewa c d  when o t uden t o  pe r fo rm we l l  
Con f i dence fe l t  i n  qu a l i t y  o f  t e a c h i nR 
Sat i a l a c t ion der i ved f rom profeaa lona l 
cont r i b u t ions ( e . & � t prof.  ocaan • • fo ruMs ., 
a r t i e  l e a  oro iec t a )  
� rec i a t i on ex�resoed bv o t uden t a  
29 . A t t en t i on b:t a dm i n i o t !_�tors for oua l i t v  o f  work 
30 . Peer nprrova l ·� f£!t for cont r i but ions 
l l .  Commend a t  i ona from o a r e n t s / c ommu n i t y  111embeu 
32 , Oppor t un i t y  to deve l o p  own bea t  aki l l a ,  
��i l i t i e o  t a l e n t s  
l l .  Opp o r t un i t i es for:  
34 . 
3 5 .  
l e a d �r o l e s  w i t h i n  t h e  school s v a t em 
advanceme n t  w i t h i n  t he schoo l o�a t e m 
Sat i s fac t i on wi t h  a ta t u a  of teach ing •• a 
pro feu i on 
aa pe r c e i ve��!� t s 
as eerce ived �!!�!:'!"" 
as p e r c e i ve d  b�e n t d  a n d  commun i t): 
Per sona l aa t i a fac t i on w i t h  pre a t i ge of t each ing 
•• & orofe-a • i o n  
.. .. " ., ... .. c c 0 0 .. .. 0 . ... ... ·� .c ... .. ..  .. .. .. ... .. 01 1/j  ... .. 1>- 1>- " 
.. .. .. c ... 1>-< W  W •,. w 
- . 2 6 
- .  2 J  
. 3 6  
- .  4 0  
- . 2 3 
• 30 
- . 2 0 - .  3 4  
. H  
• 1 9  
- . 2 2  
. 20 
- . 3 9 - . 2 1  - . 2 2  
__:.� I 
• 2 I 
. 2 3  
. 2 4 
.. " 
II u 0 ... .. u "  .. c 0 ...: .... 1/j 
- . 2 3 - . 4 4 
- . 4 2  
- . 2 9 
- .  2 9  - . 30 
- . 3 1  - . 2 3  
- .  34 
- . 2 2  - . 20 
- .  2 0  
- .  1 9  
- .  2 9  
- . 20 
- . ) )  
- . 2 2  
- .  2 l  
- . 2 9  
- . 2 5  
- .  4 I 
J>, .. .. ... .. 
llj 
-: 









Tab l e  23 . 
CATEGORY 
Work ina 












S ign i f i c ant Spearman Corre l a t ions : Ma thema t i c s  Teacher Impor t ance 
Frequenc i e s  by Demographic Va r ia b l e s . 
l .  
2 .  
3 .  
4 .  
s .  
6 .  
1 .  
B .  
9 .  
10. 
J l ,  
1 2 .  
l l .  
1 4 .  
I S .  eJ6.  
1 7 .  
18. 
19. 
SCHOOL L I FE FACTORS 
Adequ ac y of the bu i l d i nR fae i l h i e e 
Ava i la b i l i ty o f  needed work uace 
Qua l i t y of Gla i nt ena ncl! 
Avo i l ab i l  i t  v o f  needed ma t e r i a h  
Ava i l a b i l i ti of egu i�ment 
Lev e l  o f  f i nanc i a l  eu�eort for erosrama 
Number of a t ud e n t  con t ac t •  2er d4l 
C l a s a  • i z e  
Prov i s i on for pl ann i ng t ime 
D i s t r i but ion o f  non- i n s t ruct iona l d u t i e a  
lne t ruct ional work aaa i anment o re l a ted to 
expe rt i oe 
Admi n i o t ra t lve luppo r t  for :  
d h d p l ine 
i n s t ruc t ional proce•• 
and procedure• 
new i de a a  ( e .g .  c u r r i culum te ach i nR a t ra te �t i ea ) 
Co•omuni ty oraan i:oa t i on o 1upport of 1choo l 
p r o g r amo 
Pa rent a l  aupport of acboo l ac t iv i t ie a and 
program• 
Level o f · a a h ry 
Lev e l  o f  bene f i t •  
Ava i l ab i l i t Y: of mone t a r y  i ncent ivea 
Onn o r t un i t iea for promo t i on 
Oppo r t un i ty t o :  
£�E_t i c ipat e  I n  achool-wide dec i s ions 
t� £!£!ment a l  �ec i s iono 
�ake dec i o i ono resard !nR a t udent d i s c i p l ine  
make dec i a i ona r e��a_j nat r uc t iona l me thod• 









� w  
--:-2 5 
. 2 9 
• 2 I 
- .  2 l  
- . 2 6 
. 2 4  
. 2 5  
• 2 6  
• 2 8  
! 
.. 
u .... " 
<I 0 0 
.. 0 ... 
• .. .1: ... .. .. ... .. u • I u .. II <II u 0 .. • ... " .. u " ... " <I  '0 .. " 0  • lol • .. lol ..; M et)  <II 
. l 2  -. H -
. 2 !1 . 3 2 
- .  2 5  . 2 0 
- . 2 3 - .  J I 
- . 2 8 - .  ) 6  • 1 9  - . 3 2 
- . 2 9  . 2 0 - .  34 
. 2 6  
- . 2 5 
- . 2 2  
- .  2 8  - .  2 l  - . 24 
- . 2 2  
- .  1 9  
• 2 1  
- . 2 9  
- . 2 2  - .  2 4  
- . 3 7 . 3 0 
. 2 3  ..... ..... 
....... 
Tab le  2 3  ( c ont inued ) .  
CAtECORY 





llecoani t ion 
Crowth 
Statui 
SCUOOL L I FE FACTORS 
20. Senee of peraona l invo l vement in: 
facu l tx work a c t i v i t i e a  
dec i s i on mak i �& �r oc e a o  
��� to dal i n t e r ac t ions w i t h  s t a f f  membe r•  
2 1 .  W i l l i n&nea a  of  e t a f f  t o  i n c l ude new a t a f f  
2 2 .  Senae of  mut u a l  t ru a t :  
w i t h  c o l l ealiues 
w i t h  admi n i s t ra t ive s t a f f  
2 ) .  Oppo r t un i t y  to: 
use own beat  a b i l i t i e e  
i n i t i a t e  new a n d  crea t i ve i deas 
as su1ne l e adersh i p  r ol e •  
24.  Oppor tuni tf for a var i e t y  o f  work expe r ience& 
2 5 .  Pe r s ona l rewnrd when a t uden t s  �er form we l l  
2 6 .  Con f i d ence fel t  i n  qua l i t y  o f  t e a c h i n g  
2 7 .  Sa t i a fa c t ion der 1ved from pro fe s s ional 
cont r ibut ions ( e . a . ,  p r o f ,  o r gan . ,  forum a ,  
a r t l c l eo projec t a )  
�� e�rec i a t ion exer e a se d  b y  s t uden t •  
?9 . A t t e n t i on bl a dm i n i s t ra t o r •  for gua l i tl of work 
10. Peer aeerov a l  and aur�or c on t r i bu t ions 
3 1 .  Commend a t i ons f rom parent s/c om un i ty memben 
32 . Oppor t u n i t y  t o  deve l o p  own be a t  aki l l a ,  
ab i l  i t  i e a  t a l ent s 
J l .  Oppor t un i t ies for :  
l eade r s h i e  r o l ea w i t h i n  the school •I•t em 
advanc ement w i t h i n  t h e  ochool sy• t em 
)4 . Sat i s fac t ion w i t h  a t atua of t e ach in& aa a 
profeu ion 
.!!_per c e i ved bf a t u��n t s  
!!_ferce i ved b� c o l l e asues 
3 5 .  
18 ee r c e i v e d  b)! ['O ren! & a nd COmmu n i t)� 
fe r e ona l • • t i a f ac t i on w i t h  pre a t lge  o f  t each in& 






.. ..  
.. .. 
. ... .. .. 
P.. W 
- - ·-
- . 2 0 
- . 3 0 
- .  2 2  
- .  2 3  
- . 2 8 
- . 4 3  
.. 









- .  1 9  
- .  2 2  
- . 3 0 
- . 2 2  
- .  l l  
• 2 S  
- .  2 I 
. 4 S  
. 4 0  







- . 3 6 
- . 2 8 
- . 1 9  
- . 2 3 
- . 4 2 
- .  2 l  
- .  2 3  
- .  2 I 
- .  24 
- .  1 9  




.. u "  
.. " 0 
"" ... ., 
- . 2 2 
- . 3 8 
. 2 0 
- .  2 7 
- .  2 2  . 2 9 
. 2 I 
• 2 5  
- . l l  
- . 2 3  . 2 3  
- . 2 6 









- 3 0  
- ' 4  3 
· ----
- . 2 8 
---







Tab le  24 . 
CATEGORY 
Work ing 











Sign i f i c a n t  Spearman Corre l a t ions : Sc ience Teacher S a t i s fa c t ion 




u ... .... g " c 0 " .. 0 ... 
•M ... &. ... g � 
... 
.. .. .. u .. .. .. .. "' "' " .. 
Z ll"  !l" .. ::1 .. u :l 
....  
.., .. c 0 .. 
J>< W  W •" w "' '"' "'  "' 
SCIIOOL LIFE FACTORS 
1 .  Adeouacv of t he bui l� fa c i l i t ie a  - . 3 5  - · n-2 .  Ava i l ab i l i t l  o f  needed work aeace - . 3 4 - .  ) 1  
J ,  Oua l i t v of ma i nt enance 
4 .  Ava i l ab i l i tl of needed mater i a l s  . 3 1  • 1 9  . 4 �-5 .  Ava i l ab i l i t y  o f  equ i pmen t  
6 .  Level o f  f i na nc i a l  oupport for oroRrams . 2 5  • 2 I -.:..H--! �  
7 .  Number o f  a t udent cont a c t •  per  d a y  . 2 5  �� B .  C l ass s i z e ___:__,!� 
9 .  Prov i s ion f o r  p l a n n i n g  t i me • J O  . 3 2 • 1 9  - .  2 I . 2 4 
1 0 .  D i s t r ibut ion o f  n o n  i ns t ruct iona l dut ies - .  3 2  
1 1 .  I n s t r uc t iona l work a a s ign�e n t a  re l a t ed t o  
expe r t i ae . 2 0 . 2 0  ,......:...!!__ 
1 2 .  Adm i n i s t r l t i ve aupport for ;  
d i s c i n l  i n e  
ino t ruc t iona l proceaa 
and �rocedureo • 2 I - .  3 0  
new i de as ( e .s• c u r r icu lum te aching o t ra t e g i e a )  • 1 9  
1 3 .  Commun i t y  organ i z a t i on •  tupport o f  school 
oroRrama • 2 I - .  2 I 
1 4 .  Pa r�nt • l  auppor t  of  achool ac t iv i t i e o  and 
programs . 3 2 
�-· Level of a o l arv  ' • 4 2 - �� 
1 6 .  Leve l of bene f i t •  • 2 1  . 2 9 
tlr.""Ava i l ab i l i t y  o f  monet a ry i ncent i ve a  
Ill .  Oooo r t uni t ie a  f o r  nromot i on 
tp .  Opportu n i t y  t o :  
�a r t i c i['a t e i n  o chool -wide dec i s ion• 
26 
- . 2 0  
a f fe c t  d!�a rt ment a l  dec i o ions . 2 6 --2!..... 
make dec i s i ons reaa r d ing atudent d i ec i�e - .  1 9  -:::-:-25 
make dec i !.�!"!!�!! r d i ng i n s t r uc t i ona l me t hodt 2 1  • 2 7 . 2 9 - �-� 











Recoani t ion 
Growth 
S t a t u e  
SCHOOL LIFE FACTORS 
20. Sense of pe r oona l involvement in;  
facul tl work a c t i v i t iea 
dec i s ion maki ng f£2£eSs 
day t o  day i n t e r a c t  ions w i t h a u f f  memben 
2 1 .  W i l l i ngness o f  e t a f f  t o  inc lude new a t a f f  
2 2 .  6enoe o f  mutual  t rua t :  
w i t h  col l easuea 
w i t h  admi n i e t r a t ive a t a f f  
2 ) ,  Oppo r t un i t y t o :  
uae own b e a t  ab i l i t i e s  
i n i t i a t e  n e w  a n d  crea t i ve ideas 
as sume l e adeuh i p  r o l e s  
24.  Oppo r t un i t Y  for a va r ie t y  o f  work expedencea 
2 5 .  Persona l reward when a t udent o 2e r form we l l  
2 6 .  Conf.!.dence f e l t  i n  gua l i t.l of t e ach i ng 
27. Sat i s fact i on d e r ived from pro f e a a i ona l 
cont r i but ion •  ( e . g  • •  pco f .  o rsan • •  forumt . 
acdc t e a  project a )  
28.  A[>f!rec i a t  i on expreued by Uudenu 
29 . A t t ent ion by adm i n i a t r a t o r o  for qua l i t y  o f  work �eer ap�roval and su�eor t  for cont r i but ions 
3 1 .  Commenda t ions from parent .s/commu n i t v  anembeca 
32 . Oppor t un i t y  to deve l o p  own boat ak i l l a ,  
abi l  i dea t a l e n u  
J l .  Oppor t un i t ieo  for :  
lead c r o h i �  rolea w i t h i n  the achool syate• 
advancement w i t h i n  t h e  achool a v o t em 
34 . Sat i o f a c t i on w i th e ta t u a  of teachina •• a 
profeaa ion 
•• ee r c e i ve d  bl l t udenta  
a o  ee rce i ve d  br c o l leagues 
aa pe r c e i ved by pa ren t s  and communi t.l 
) 5 ,  Per sona l sa t i s fac t ion w i t h  pre s t ige o f  t e achlna 
.. .. erofe aa i on I 
.. .. " .. ... .. .. .. .. .. ... .. "' >- lol  
. 2 5 
. lr· 
• 2 5 
- . 2 0 
• 2 5  
2 0  
• 2 I 
2 1  
1 9  
!:::;ir 
. 2 2 
-
.. .. ... " " 0  .. 0 .2 
·� .c ... .. u .. " "'  u ... " "' " � W •,. 
�L 
. J O --:-w-
- . 2 3  
• 3 3  
--� 
• 2 7  
. l l  
. 24 
- ---
. 2 7 
. l l  
• 2 S  
-:21 
. 2 5 
� � 0 .. .. u " .., c 0 
.r: H IJ>  
• 1 9  - . 2 6 
- .  2 4  
- . 3 2 
- .  1 9  
. 2 4  - . 2 2  
- . 2 2  
. 2 1  - .  2 6  
• 1 9  
- . 2 0 
- 2 7  
... .. .. .... .. "' 
---
- ·�  
---
) 0  
. 2 2 
. 2 5  
. 2 0 
. 2 9 
. ) 3 
. 2 0 
·-. -4 -1 -




Tab le 2 5 .  
CATEGORY 
Wo rk i ng 







Rewa rd a 
S y o t e 11  
Work 
Control 
Sign i fi cant Spearman Corre l a t i ons : Ma thema t i c s  Teacher S a t i s fa c t ion 
Fre quen c i e s  by Demographi c  Variab l e s . 
SCHOOL L I FE FACTOR S  
I . Ade� of t h e  bu i l d i ng foc i t i t  i e o  
2 .  Ava i l a b i l i ty of needed work snace 
3 .  Oua l i t v  o f  ma i n t enance 
4 .  
5 .  
6 .  
1 .  
8 .  
9 .  
1 0 .  
1 1 .  
1 2 .  
l l .  
14 .  
-�-�· 1 6 .  
1 1 .  
1 6 .  
I ll �  
Ava i l ab i l i t y  o f  needed mater i a l a  
Ava i l ab i l i t y  o f  e qu i pment 
Leve l of f i n a nc i a l  •upport f o r  P<ORramo 
Number of a t u d e n t  con t a c t o  p e r  dav 
Class s he 
Prov i s ion for p l a n n i ng t i me 
D i s t r i b ut i on o f  non- i n s t ruct iona l du t ies 
Inst ruc t i ona l work a a o ignme n t a  re l a t ed t o  
expe r t i 1 e 
Admin i o t ra t i ve IUpport fo r : 
d i sc i o l i n e  
i n 1 t r uc t ion a l  proc e 1 1  
a n d  pr��ru 
new i de a s  ( e . ll. .  c u r r i c u l um t ea c h i nll- l t ra te2iea ) 
Connoun i t y  orsan h a t iona aupport of achoo l 
P<ORrama 
Pare ntal a u pport of achoo l  ac t iv i t iea and 
programs 
Leve l of a a l a rv 
' 
Lev e l  of beoe f i t a  
Ava i l a b i l i t y  o f  monetary i nc e n t ives 
O o oo r t un i t i e e  for J>romo t ion 
Oppor tuni t y  t o :  
�r t i c i oa t e  i n  school-wide dec i a !ona 
a f fe c t  deea r t m e n t a l  dec i s i on s  
��� i s ions rega r d i_!!R s t udent d i a c i ol i ne 
mal<e de c i s i ons r eea rd i nR in s t ruc t i o n a l  m e t hode 
make dec i a iona rega rd i n g  courae c o n t e n t  
.. u r: II -� .. .. 
� a  .. I< I>* I>J  
- .  3 6  
- .  2 6  
- .  2 2  
- .  2 2 
·� - . 2 9 
- . H  
.. u - g r: 0 .. 0 -� -� "' ... I � "' .. u .. .. .. .., u 0 .. .. 
e- .,  ::1 .. u " -;s .. " 0  .. Col · .. < .... .., "' 
---- �0 -
. 2 2  -- .  3 4  
• 2 7  . l 5 
-
- . 2 1  
- .  1 9  . 2 2  • 2 5 
- . 2 9 I 
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Tab l e  25 ( con t i nued ) . 
CATEGORY 
l nc l ua ion 
Job 
Enr i chaant 
Sense of 
Ach i eveme n t  
R.ec osn i t ion 
Growth 
St a t ua 
SCIIOOL LIFE FACTORS 
20. Sense of pe r s ona l involvement i n :  
fac u l tX work a c t i v i t i e a  
dec i a ion maki!ls. proceu 
day t o  d a y  i n t e r a ct i on s w i t h  s t a f f  membe r o  
2 1 .  Wi l l i ngne o a  of s t a f f  t o  i nc lude n e w  a t a f f  
2 2 .  Sense of mutual trus t :  
w i t h  c o l l eagues 
w i t h  adm i n i s t r a t ive a t a f f  
n .  Oppor tun i t y  t o :  
use own be s t abi l i t i e a  
i n i t i a t e  n e w  a n d  c r e a t i ve idea s 
as sume l e a d e r s h i P  r o t e &  
24.  Oppo r t u n i t y  for a va r i e t y  o f  work exoer iencea 
2 5 .  Pe r s ona l reward when e t udento pe r form we l l  �-· Con � i d e n ce fe l t  in qua! i t y of t e ac h i n R 




3 1 .  




c ont r i b u t ion• ( e . g . , prof. organ . ,  forums , 
ar t i c l e •  p ro je c t s )  
Aeerec i a t ion e xeresae d _�ude n t s  
At t e nt i on bt adm i n i s t ra t o r s  for 9u• !i!�f work 
Pee r ap_erovs 1 and su�£ort  for cont r i but i o 0 9  
Commend a t i o n •  from o a r e n t s /commu n i t v  �embera 
Oppo r t un i t y  to deve lo p own b e s t  ak i l l 1 , '  
a b i  l i t  i e o  t a l e n t s 
Oppo r t un i t i e s  f o r :  
l ea d e roh ip r o l e s  w i t h i n  the school o v a t e lll 
advanceme n t  w i t h i n  t h e achool sy s t em 
Sat i s fac t ion w i t h  atatul of teachina a• a 
prof e a s i on 
•• �e r ce i ved bi a t ud e�t s 
as pe rce i ve d  by co l l e ag�e a 
as 2er c e i v".!!..�ren t a  a n d  c ommun i t y . 
Persona l 1at i s fa c t ion w i t h  p rea t i ge of t e ach ing 
u • pro fe u i on : 
" u c 
.: .. .. .. " .. a. .. .. ... ... 
- . H  
1 ... -. 2 9 -
. 2 8 
-
- . 2 2  
- .  2 6  
.. u - g c 0 .. 0 ... .... .c .... .. 0 .. .. .... � a. .. M Q .,. .. ... ... w ..; 
- . 2 8  - . 2 )  - . 2 3 -- --::-:"40 
--:-:T8 --:-33 f---:T7--::-:2o 
. 3 0 
- . 2 3  . 2 6 
. 2 0 
- .  2 4  
-::-:-rr- - .  2 I 
- .  2 1  
----
. 2 0 
. H  
- . 3 6 
- . 2 0 
- .  2 3  - . 3 6 
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Tab le 26 . I t ems wi th Highe s t  Spearman C o r re l a t i on s  be twe en Impo r t ance Values and Demograph i c  Var iab l e s  
among S c i ence and Ma thema t i c s  Teach e r s . 
S c i ence Teachers Ma thema t i c s  Teache r s  
Demograph i c  
Va r i ab l e  
Va r i ab l e  I tem C o r r e l a t i on Va r i ab l e  
Category Numb e r  D i re c t ion C a t egory 
I t em 
Numb e r  
C o r r e l a t i on 
D i re c t i on 
Yea r s  o f  
Expe r ience 
Years  in the 
School 
Educ a t ion 
Age 
Pr ima ry Source 
o f  Income 
G rowth 
Inc l u s ion 
Job En r ichment 
Sens e of Ach ievement 
G rowth 
Work Load 
Job Enr i chment 
Job Enr ichmen t  
Work ing Cond i t i ons 
3 2  
2 2 B  
2 3C 






Re sources 5 
Re sources 6 
Wo rk Load 9 
Support Sys t ems l2A 
Forma l Rewards  S y s t em 15  
Job  Enri chment 2 3 B  
Re cogn i t ion 2 9  
S t a tus 35 
Work Load 
Support Sys tems 
Inc lus ion 
Inc lus ion 
Job Enrichment 
Job Enrichmen t  
1 0  
l 2 C  
2 1  
2 2  
2 3A 
2 3 C  
I nc lu s i on 
Rec o gn i t i on 
+ Inc l u s i on 
+ Job Enr ichment 
+ S t a t u s  
+ S ta tus  
Wo rk Con t r o l  
Work Load 
Work Load 
Wo rking Cond i t ions 
Wo rk Load 
Wo rk Load 
Inc lus i on 
Recogn i t ion 
Wo rk Cont r o l  
Sense o f  Ach ievement 
20B 
3 1  
2 2  










3 1  
1 9C 








Tab l e  2 6  ( c o n t inued ) .  
S c i en c e  Tea c h e r s  Ma t h ema t ic s  T e a c h e r s  
Demograph i c  
V ar i a b l e  
S a la ry 
Va r i a b l e  I t em Corr e l a t i o n  Var i a b l e  
C a t egory 
__ 
_ _ 
_ _ _ Numb e r  D i r e e t i on Ca t egory 
Work Cond i t i o n s  2 + Work Cond i t i on s  
Work Load 1 1  + Resourc e s  
Forma l Reward s S y s tem 15 + Work Load 
Work Load 
Inc l u s i on 
Inc l u s i on 
Rec o gn i t i on 
H i gh e s t  c orre l a t ions = Ir s �  . 30 
I t em 








Corre l a t i on 




Tab l e  2 7 .  I t ems w i th H i ghe s t  Spearman C o r re l a t ions b e t ween S a t i s fa c t ion V a l ue s  and Demogr aph ic V a r i a b l e s  
among Sc ience and Ma t hema t i c s  Teache r s . 
Demograph i c  
V a r i a b l t:  
Yt:a rs o f  
Expt:r ience 
Yea r s  i n  
Schoo l 
Educ a t i on 
Age 
P r imary Sou rce 
o f  Income 
S c ience Teachers Mathema t i c s  Teache r s  
Var iab l e  I tem C o r re l a t i on Var iab le I tem 
Catego ry _ _ ___ :Numb e r  ])J._!I!C: t ion _ ___ g�t;l':gory_ _ __ __  . N umb e r  
Re sourc es 
Work Load 
I nc l u s ion 
G rowth 
Work Load 
Inc l u s i on 
Inc l u s ion 
Job Enr ichment 
Sense o f  Ac h ievemen t 
Growth 
Work ing Cond i t ions 
Work ing Cond i t ions 
Support Sy s t ems 
Fo rma l Rewa rds S y s t em 









2 3 C  
2 7  
3 3 B  
1 
2 
1 2  
1 5  
2 3 8  












Suppo r t  Sys tems 
Work C on t r o l  
Work Con t r o l  
Wo rk Con t ro l  
Inc l u s i on 
Inc l u s i on 
Growth 
Forma l Rewa rds Sy s t em 
Work Con t r o l  
Work Con t ro l  
Inc l u s i on 
S t a t u s  








3 3 B  
1 5  
1 9C 
19D 




Corre l a t i on 








Ta b l e  2 7  ( c on t inu�d ) .  
S c ienc� Teachers Mathema t i c s  Teachers 
Demograph i c  
Var iabl�  
S a lary 
Va riab l e  I tem Corre l a t i on V a r i ab l e  
Category Number D i rec t i on Catego ry 
Work Cond i t ions 1 - Re s ou rc es 
Working Cond i t i ons 2 - Forma l Reward s Sys t em 
Resource s  4 + Inc lus ion 
Support Sys tems 1 4  + Job En r i c hmen t  
Forma l Rewards Sys tem 15  + Job Enr i c hmen t 
Work Control 1 9B + 
Job Enr ichment 2 3C + 
S t atus 34A + 
S t atus  34C + 






2 3 B  
2 3 C  
Corre l a t i on 









1 2 7  
A further s tep in the s t at i s t i c a l  ana l y s i s  of  res u l t s  invo lved 
the wei ghted importance and s a t i s f a c t ion va lue s described previou s l y .  
We igh t ed import ance values for each o f  the 1 2  ma j o r  var i ab l e  c a t e ­
gor i e s  were corre l a t ed w i t h  spec i fic  demographic dat a .  The u s e  
of  t he s e  e quivalent values enab l e s  compar ison a c r o s s  maj or var i a b l e  
categor i e s . Tab le  2 8  cont ains the Spearman correlat ion co e f fi c i en t s  
re f l e c t ing t o t a l  s amp le  we i ghted importance va lues compared to  
years o f  e xp e rience ,  years  in  the s choo l , educat ion leve l , age , 
p r imary source of  inc ome , and s a l ary . Al though seve r a l  o f  the 
coe f f i c i ents were de t e rmined to be s i gni f icant (p < . 10 ) , the magn i ­
tudes o f  the se corre l a ti ons were  re l a t ive ly low .  
The corre lat ions for the we ighted s a t i s fac t i on va lues re l a t ive 
to  the t o t a l  sampl e  we re , for the mo s t  par t , a l so rather low ( Tab le 
2 9 ) . Howeve r ,  severa l coef f i c ients  did ind i c a t e  the ex i s t ence 
of a mode rate re l a t ion ship . The se corre l at ions include : age wi th 
recogn i t i on ( . 3 2 ,  p < . 000 1 )  and sa lary with resources ( . 3 3 ,  p < 
. 000 1 ) , support s y s tems ( . 24 ,  p < . 000 1 ) , and forma l rewards s y s t ems 
( . 2 9 ,  p < . 000 1 ) . 
Spearman corre lat ions involving the ma j or subgroups o f  the 
s t udy , s c i ence and ma thema t i c s  teacher s ,  we re  on the wh o l e  much 
l arger than for the t o t a l  samp le . Tab les 3 0 - 3 3  summar i z e  the 
s igni f icant corre l a t ions invo lving the weighted impo r t ance and 
s a t i s fac t i on va lues compared to selec t ed demogra phi c  variab les . 
A final s te p  in the t reatment o f  data concerning import anc e­
s a t i s fac t ion r e l a t ionshi p s  invo lved the pQWL index des cribed ear l ier  
Tab l e  2 8 .  S ign i f i c a n t  Spe arman C o r re l a t i on s  o f  Demograph i c  V a r i a b l e s  wi th We i gh t ed Imp o r t a n c e  
V a l ue s  for Major Var i a b l e  C a t egor i e s : T o t a l  Samp l e . 
Years o f  Years i n  Leve l o f  P r imary 
Expe rie!l_Ct:: t h e  Schoo l_ _ Educ a t i on �ge I n c ome Source S a l a ry 
Work ing Cond i t ions . 1 0 
Re s o u r c e s  - . 0 9 - . 0 9 
Work Load . 1 3 
Suppor t Sys tems - . 09 - . 1 0 
F o rma l Rewa rd s Sys tem - . 08 - . 1 1 
Work C on t ro l 
Inc l u s i on - . 1 0 
Job En r i c hmen t  - . 1 1 - . 08 - . 0 8 . 08 
Sense o f  Ach i evement . 08 - . 08 - . 08 
Recogn i t i on - . 1 1 
Growth . 08 - . 0 9 . 1 0 
S t a t u s  - . 1 8 - . 08 
N 4 7 9 ; S i gn i f i c ant c o rre l a t i on s  p < . 1 0 .  ....... N 00 
Tab l �  2 9 . S i gn i f ican t  Sp�arman C o r re l a t i on s  o f  Demograph i c  Var i a b l e s  w i th We igh ted S a t i s fa c t ion 
Values  for Maj or Var ia b l e  C a t �g o r ie s :  To t a l  S amp l e . 
Years o f  Years in  Leve l o f  Pr imary 
_ Kx_pe r i ence ___ t_l1� Schoo l Educ a t ion �_. _  A_s_t: ___ I!lC O!flt: SQll.!'<:e_ S a l a ry 
Work ing Cond i t i ons . 1 3 
Re sourc e s  . 1 8 . 1 5  . 13 . 0 9  . 3 3 
Work Load . 08 . 08 . 07 
S upport  S y s t ems . 1 2 . 14 . 24 
Forma l Rewards Sys tem • 1 2  . 2 9 
Work Con t r o l  . 1 1 
Inc lus ion . 1 0 . 14 . 13 
Job Enr ichment . 08 . 08 . 0 9 
Sense o f  Ac h i evement . 09 . 08 . 1 1 . 15 
Rec ogn i t i on . 2 0 . 1 2  . 13 . 32 - . 0 8  . 1 7  
Growth . 0 7 . 08 • 1 5  
S t a t u s  . 1 7  
-
N = 4 7 9 ; S i gn i f i c an t corre l a t i on s = p . < . 10 . t-' 
N 
1,() 
Tab le  3 0 .  S ign i f icant Spearman Corre l a t ions o f  Demograph ic  V a r i ab l e s  w i th We igh ted Impo r t ance 
Va lue s for Ma j or V a r i a b l e  Ca tegor i e s : S c ience Teache r s . 
Yea r s  o f  Years  in Leve l o f  P r ima ry 
Exp�ri_e_11c e_ the Schoo! Educ a t i on ,Age I nc ome Source S a l a ry 
Work ing Cond i t i ons - . 34 . 24 
Re sources - . 4 6 
Work Load - . 2 2 . 2 1 
Suppor t  S y s tems - . 22 - . 3 1  - . 2 1 
Forma l Reward s Sys tem - . 2 8 - . 24 
Work Con t r o l  - . 2 0  
I nc lus ion - . 3 8 
Job Enrichment - . 2 6 - . 28 - . 34 
Sense o f  Achievement . 30 - . 24 
Rec o gn i t i on - . 2 9 - . 18 
Growth . 19 - . 1 8 
S ta t u s  - . 30 
N = 7 8 ;  S ign i ficant c o r r e l a t ions = p < . 10 .  ...... w 
0 
Tab le 3 1 .  S i gni f i cant Spearman Corr e l a t i ons o f  Demograph i c  V a r i a b l e s  w i t h  We ighted Sa t i s fa c t ion 
V a lues for Maj or Var iab l e  C a t e go r ie s :  S c i ence Teach e rs . 
Years o f  Yea r s  in  Level  o f  P r imary 
Expe rience the Schoo l Educa t ion Age I n c ome Source S a l a ry 
Working Cond i t i ons 
Re sources . 2 7 
Work Load 
Suppor t S y s t ems . 2 6 
Forma l Reward s S y s tem 
Work Con t ro l  . 2 0  . 2 4 
Inc l u s i on 
Job Enri chmen t 
Sense  o f  Achieveme n t  . 2 5 
Recogn i t i on 
G rowth . 30 . 30 
S t atus . 3 1  
N = 7 8 ; S i gn i f i cant corre l a t ions = p < . 1 0 .  
- . 3 5 - . 3 7 
. 2 2 . 4 7 
. 2 7 . 2 5 
. 1 8 
. 2 9 . 26 
. 2 7 
- . 2 6 
. 18 
. 2 2 




Tab l e  3 2 . S igni fic an t Spearman Corre l a t i ons o f  Demograph ic  Var iab l e s  w i t h  We i gh t e d  Impor tance 
Va lues  for Major Va r ia b l e  Cat egor i e s : Ma thema t i c s  Teache r s . 
Work ing Cond i t i ons 
Re s ou r c e s  
Work Load 
Suppo r t  Sy s t ems 
Forma l Reward s Sys tem 
Work Con t r o l  
Inc l u s i on 
Job Enr i chmen t  
Sense o f  Ach i evement 
Recogn i t i on 
Growth 
S ta t us 
Years of Yea rs in Leve l o f  Pr imary 
Expe r ience_ _  the Schoo l _ �_duc_a t ion __ _ .f\g_e _ _ _!_n� om�:_J)()!.!_rc e  S a la ry 
. 2 5 . 3 2 . 2 1  
- . 24 - . 24 
- . 20 - . 2 3 . 2 7 - . 2 7 
- . 1 7 
- . 18 - .  1 9  
- . 18 . 18 
- . 18 - . 43 - . 3 2 
- . 2 7  
. 22 - . 18 
- . 34 - . 2 1 
. 34 
N = 7 6 ; S i gn i f i cant corre l a t ions = p < . 10 . ..... w 
N 
Tab l e  3 3 . S i gni f ican t Spearman Corr e l a t i ons o f  Demograph i c  Var i ab l e s  w i t h  W e i gh t e d  S a t i s fa c t i on 
Values for Ma j o r  Va r i a b l e  C a t egor i e s : Ma thema t i c s  Teache rs  
Work ing C ond i t i ons 
Re s ou r c e s  
Wo rk Load 
Suppo r t  S y s t eml:! 
Forma l Rewa rds Sys t em 
Work Con t r o l  
Inclus i on 
Job En r i c hmen t 
Sense o f  Ac h i e veme n t  
Recogn i t ion 
Growth 
S t a tus 
Yea r s  of Yea r s  in Leve l of Pr imary 
Expe r ience the Schoo!_ __ _
__ 
�duca Uc()IL _ _ _ _  Agt:! _ __  _!_nco111_e_ Source � a l a ry 
. 2 7 
- . 30 
. 2 5 
- . 36 - . 3 2 - . 2 7 - . 3 6 - . 2 2 
- . 3 1 
. 2 3 . 36 
- . 20 
. 2 5 
. 25 . 2 9 
- . 3 0 - . 30 
N = 7 6 ;  S ign i f icant corre l a t i ons = p < . 1 0 .  I-' w 
w 
1 3 4  
in thi s sec t ion .  The degree of d i s c repancy be tween var iab le  impo r t ­
a n c e  and l ev e l  o f  s a t i s fact ion is  ind i c a t ed by t h e  s i z e  of  t h e  
pQWL index . Thi s  index aids  in a c l e ar port raya l o f  perce ived 
d i s crepanc i e s  acro s s  a l l  ma j or var i ab l e s . The refore , it s e ems 
he l p ful  to the under s t and ing o f  workplace s at i s fac t ion t o  inve s t igate 
the relationship b e tween these index values and s e l e c t ed demographic 
var i ab le s .  Tab l e  34 s ummarizes  the s ign i f i cant correlat ion co­
e f f i c ients  for the t o t a l  s amp l e . Mos t  corre l a t ions were sma l l , 
wi th the except ion o f : resourc e s  w i t h  s a l ary ( - . 3 2 ,  p < . 00 0 1 ) ; 
support  sys t ems w i t h  s a l ary ( - . 26 ,  p < . 00 0 1 ) ;  formal rewards sys t em 
wi th s a lary ( - . 23 ,  p < . 000 1 ) ;  and recogn i t ion wi th l eve l of  educa­
t i on ( - . 3 2 ,  p < . 000 1 ) . It is a l s o  intere s t ing to no te that almo s t  
a l l  s i gn i f i cant corre lat ions were negat ive . 
Tab l e  3 5  pre s e n t s  the s i gn i ficant corre lat ion resu l t s  for 
t he subgroup o f  s c ience teacher s .  As ind i c a t ed in the t ab le ,  s eve ra l 
o f  the coe f f i c i ent s re f l e c t  a moderate or in some c a s e s  re l a t ive ly 
s t rong rel a t ions h i p  b e tween workp lace and demograph i c  variab l e s . 
As w i t h  the corre lat ions computed for the t o t a l  s amp l e , the s igni fi­
cant coe f f i c i ent s  for  s c ience teachers were pr imar i ly nega t ive . 
S i gn i f i cant Spearman corre lat ions be tween pQWL index va lues 
and demog raphic d a t a  for ma thema t ic s  te ache r s  are pre s ented in 
Tab l e  3 6 . Several  of thes e  coe f f i c ien t s  indicate  a moderate rela­
t ionship be tween the s e l e c t ed demograph i c  fact ors and the ma j o r  
workplace variab l e s . Con s i s t ent w i th t h e  t o t a l  samp l e  and s c ience 
teacher pQWL index corr e l a t ions , the S pearman coe f f i c ients  were 
predominan t l y  negat ive for thi s subgroup a s  we l l .  
Tab l e  34 . S i gn i f i cant Tot a l  S amp l e  Spearman Corre l a t i ons o f  Demograph i c  V a r i ab l e s  w i t h  Workplace 
Categori e s  Us ing I ndex V a l ues . 
Work ing Cond i t ions 
Re s ou rc e s  
Work Load 
Suppor t Systems 
Fo rma l Rewards Sys tem 
Work Con t ro l  
Inc l u s i on 
Job En r ichment 
Sense  of Ach i evement 
Recogn i t i on 
Growth 
Years of Yea r s  in  Leve l of Pr imary 
Expe r i el!ce the �ch o o l  _ _ _ [_d\}ca t i()!l _ i\&E! _ __  Income Source S a l ary 
- . 0 9  . 08 
- . 1 9 - . 1 8 - . 1 5 - . 10 - . 3 2 
. 1 1 - . 09 
- . 14 - . 14 - . 16 - . 2 6 
- .  12  - . 1 1 - . 2 3 
- . 10 - . 09 
- . 10 - . 1 1 - . 14 - . 1 3 
- . 1 5 - . 08 - . 1 3 
- . 1 2 - .  14 - . 10 - . 1 7 
- . 20 - . 1 1 - . 3 2  - .  1 3  
S t a t us - . 09 - . 1 2 
N = 4 7 9 ; S i gn i f icant corre l a t ions = p < . 1 0 .  1-' w VI 
Tab l �  3 5 . S igni f icant  S c ienc e Teache r Spearman Corre l a t ions o f  Demograph i c  Var ia b l e s  w i th Work p l a c e  
Ca tegor ies  Us ing I nd e x  Va lues . 
Working Cond i t ions 
Re�; ou r c e s  
W o r k  Load 
Suppo r t  S y s t ems 
Forma l Rewa rds Syt� tem 
Work Con t ro l  
Inc l u s ion 
Job Enr ichm�n t 
Sense  o f  Ach i evement  
R�cogn i t ion 
Growth 
S ta t us 
Yea r s  of Yea r s  in Leve l of P r i ma r y  
Expet"i�!lc�_ th� SchQ()L _ Educ a t i_on _.1\� . _ .  _Income S ou r c e  S a l a ry 
. 20 - . 04 . 4 2 
- . 30 - . 2 5 - . 3 8 
- . 2 9 - . 20 
- . 1 9 - . 3 5 - . 2 2 
- . 2 9 - . 2 2 
- . 2 2 - . 2 6 
- . 2 3 - . 2 1 
- . 2 3 
- . 2 3 
- . 3 0 - . 20 
- . 1 9 - . 30 
N ; 7 8 ;  S i gn i fi cant corre l a t i ons p < . 1 0 .  ...... w 
0' 
Tab l e  3 6 .  S igni f i ca n t  Ma thema t i c s  Tea c h e r  Spea rman C o r r e l a t ions o f  Demograph i c  Var iab l e s  w i t h  
Workp l a c e  Catego r i e s  U s ing Index V a l ue s . 
Yea r s  o f  Y e a r s  i n  Leve l o f  P r imary 
E XPt!!"J�f!C:�- �- I:_ilf:!��C:hQQ L 
_
 __Il:_d_llCI!_t i_(lf1 }\ge Inc ome Source S a l a ry 
Work ing Cond i t ions . 2 7 
Re s o u r c e s  - . 3 1  
Work Load 
Support S y s tems 
F o rma l Rewards Sys tem - . 2 3 
Work C on t r o l  . 3 7 . 3 0 . 2 8 
Inc l u s i on . 2 3 - . 2 2 
J o b  E n r i c hmen t - . 2 3 
S e n s e  o f  A c h i evement . 3 8 
Re c o gn i t i on - . 24 - . 3 5 . 2 1  - . 2 1 
G row t h  - . 2 6 - . 2 5 
S t a t u s  . 3 2 . 2 0 
N = 7 6 ;  S i gn i f icant corre l a t i on s = p < . 1 0 .  ...... w 
...... 
VII . INTERVIEW DATA 
1 3 8  
A supp lement a ry d a t a  source w a s  ob t ained by conduc ting a s e r i e s  
of  on- s i te int erviews wi thin each par t i c ipat ing s chool . Membe r s  
o f  t h e  interview s amp le  we re selec ted by mean s o f  a des ign y i e lding 
proport ionate repr e s e n t a t i on acro s s  both grade l eve l s  and s ub j e c t  
areas . Int e rv iew que s t ions ( Append ix A)  were d e s i gned to addre s s  
areas comparab le  t o  the survey ins t rument . 
The intervi ew proces s ,  invo lving res ponden t s , generated 2 0 1 7  
u s ab l e  comment s .  Thes e  were recorded and c las s i fied i n  re l a t i on 
t o  the 1 2  variab l e  c a t egor i e s  in the wri t t en ins t rument . The resu l t s  
of  thi s c l as s i f i cat i on are port rayed i n  Tab l e  3 7 . The t o t al numbers  
of  r e s ponses concerning each variab l e  are presented a l ong with 
frequenc ies and percentage s  o f  comments  app l i cab l e to s pe c i f i c  theme s .  
Th i s  analys i s  provides  a mo re detai l ed p o r t rayal of the nature o f  
res pondent s ' percept ions regarding the ir  workp lace cond i t ions . 
Variab l e s  rece iving the highes t  percent ages o f  comment s  wer e  
formal reward s  s y s t em ,  inc lus ion , working cond i t i ons and work con t rol . 
Tho s e  receiving the lowes t  percentages o f  comme n t s  were j ob enrich­
ment , growth , sense of  achievement and resou rce s .  A sub s t ant ial 
number o f  comment s  ( 2 3 9 , or 12% of  total ) d i d  no t pe rtai n d i re c t l y 
t o  the variab l e s  b eing s tudied , addre s s ing more gene ral a s pe c t s 
of career sati s fac t i on .  
Compar i s on w i t h  the we ighted r e s pon s e  values from the survey 
ins t rumen t showed a corres pondence be tween the two s e t s  of data . 
Tab le 3 7 .  Interv i ew Respon s e s  C l a s s i f i ed by Vari ab l e  Categor i e s . 
1 3 9  
Numb e r  o f  
Re spons e s  
Percen t age o f  To tal  
Re sponse s  ( % )  
Fo rma l Rewards Sys tem ( N = 2 0 1 7 )  
TOTAL NUMBER OF COMMENTS REGARD ING 
FORMAL REWARD S SYSTEM 
S a t i s fac t ion in Gene ral 
D i s sa t i s fa c t ion in General 
Sat i s fac t ion C ompared to  Others 
i n  Teach ing 
D i s sa t i s fa c t ion Compared to  Othe r s  
in Teaching 
S a t i s fac t ion Compared to  O ther 
P r o fe s s ion s  
D i s s a t i s fac t i on Compared to  O ther 
Pro fe s s ions 
Other 
2 6 5  
6 4  
6 5  
2 7  
2 2  
4 
8 1  
0 
Inc lus ion ( N = 2 0 1 7 )  
TOTAL NUMBER OF COMMENTS REGARD ING 
INCLUS ION 
P o s i t i ve Commen t s  Regarding 
F r i endline s s  of Scho o l  
Nega t ive Commen t s  Regard ing 
F r i endl ine s s  of Scho o l 
Unsure o f  Fr iend l in e s s  o f  School 
Sat i s fi ed with C o l legial  Re l a t ion s h i p s  
D i s sa t i s f i ed w i th C o l legial  
Re l a t i onships  
228  
7 7  
8 
3 
9 0  
6 
1 3 . 3  
3 . 2  
3 . 4  
1 . 4  
1 . 1 
0 . 2  
4 . 1 
0 . 0  
l l .  5 
3 . 9  
0 . 4  
0 . 2  
4 . 6  
0 . 3  
Tab le 3 7  ( cont inued ) .  
Numbe r  o f  
Respon s e s  
Mor e  Inc lus ion Favored 
C i t a t ions of Prob lem Areas Regarding 
Inc lus ion 
1 8  
2 6  
Working Cond i t ions ( N  = 2 0 1 7 ) 
TOTAL NUMBER OF COMMENTS REGARD ING 
WORKING COND ITIONS 
Working Cond i t ions Affect  Teach ing 
P e r formance 
Working Cond i t ion s  Do Not  Affect  
Teaching Per fo rman ce 
Working Cond i t ions a t  
Pos i t ive ly Affect  Teaching Per formance 
Working Cond i t ions at 





8 8  
Wo rk Contr o l  ( N  = 2 0 1 7 )  
TOTAL NUMBER OF COMMENTS REGARD ING 
WORK CONTROL 
P o s i t ive  Comme n t s  Regarding Oppor tun i t y  
to Make / Influence Dec i s ions Regard ing : 
Within c l a s sroom ma t te r s  
Out s ide the c l a s s room mat t e r s  
Nega t ive Comme n t s  Regard ing the 
Oppor t un i t y  to  Make / Inf luence Dec i s ions 
Regard ing : 
Wi thin c l a s s room ma t te r s  
Outs ide the c l a s s room ma t t e r s  
1 9 3  





Percentage of To t a l  
Re spon s e s  (% )  
0 . 9  
1 . 4 
10 . 3  
3 . 9  
0 . 5  
1 . 5  
4 . 5  
9 . 7  
5 . 4  
0 . 1 
1 . 3  
3 . 0  
Tab l e  3 7  ( c on t inued ) .  
Numbe r  o f  
Respon s e s  
Support  Sys tems ( N  = 20 1 7 )  
TOTAL NUMBER OF COMMENTS REGARDING 
SUPPORT SYSTEMS 
P o s i t ive Comment s  Regard ing : 
Admin i s t rat ive supp o r t  
Paren t a l / commun i ty support 
Nega t ive Comment s  Regarding : 
Admi n i s tr a t ive support 
Paren t a l / c ommun i t y  support 
Mor e  Support Needed 
Other 
Work Load 
TOTAL NUMBER OF COMMENTS REGARDING 
WORK LOAD 
( N  
P o s i t ive Comment s  Regarding Work Load 
Negat ive Commen t s  Re gard ing Work Load 
Inadequate t ime for p l anning , 
grad ing pape r s  
Overabundance o f  paperwo rk 
Extra d u t i e s  
C l a s s  load 
Other  
1 75 
6 5  
8 
3 7  
1 8  
39  
8 




4 3  
42  
2 1  
1 8  
1 0  
1 4 1  
Percentag e  o f  To tal  
Re sponses ( % )  
8 . 8  
3 . 2  
0 . 4  
1 . 9  
0 . 9  
1 . 9  
0 . 4  
6 . 8  
o . o  
6 . 7  
2 . 2  
2 . 1 
1 . 1  
0 . 9  
0 . 5  
Tab le  3 7  ( c ont inued ) . 
Numbe r  o f  
Respon s e s  
S tatus ( N  = 2 0 1 7 ) 
TOTAL NUMBER OF COMMENTS REGARD ING 
STATUS OF TEACHING AS A PROFES S ION 
Persona l Percept ion of S tatus of  
Teaching : 
Pos i t ive 
Negat ive 
Percept ion of Others  Re garding St atus 
o f  Teaching : 
Po s i t ive 
Negat ive 
1 2 8  
1 9  
6 0  
9 
40 
Recogn i t ion (N = 2 0 1 7 )  
TOTAL NUMBER O F  COMMENTS REGARDING 1 12 
RECOGNITION 
Pos i t ive Comment s  Regarding Recogn i t ion 8 
Negat ive Comments Regarding Recogn i t ion 4 5  
More Recogn i t ion Ne eded 6 7 
Job Enr ichmen t ( N  = 20 1 7 )  
TOTAL NUMBER OF COMMENTS REGARD ING 
JOB ENRICHMENT 
Opportunity to Us e Own Be s t  Ab i l i t ie s  
Avai l ab l e  
Opportun i t ie s  t o  U s e  Own Bes t  Ab i l i t ie s  
Not Ava i l ab le 
1 1 1  
7 0  
1 2  
142 
Percent age o f  To t a l  
Re spons e s  ( % )  
6 . 4  
1 . 0  
3 . 0  
0 . 5  
2 . 0  
6 . 0  
0 . 4  
2 . 2  
3 . 4 
5 . 6  
3 . 5  
0 . 6  
Tab l e  3 7  ( c ont inued ) .  
Var i e t y  o f  Work Exp e r iences Ava i l a b l e  
Var i e t y  o f  Work Exper iences No t 
Ava i lab l e  
Opportun i ty t o  be  Crea t i ve / Innova t ive 
Ava i l a b l e  
Opportun i ty t o  be Creat ive / Inn ova t i ve 
No t Avai l a b l e  
Other 
Numbe r  o f  
Respon s e s  
6 




Growth ( N  = 2 0 1 7 ) 
TOTAL NUMBER OF COMMENTS REGARDING 
GROWTH 
Comme n t s  Regarding Persona l Growth 
Opportun i t ie s : 
Pos i t i ve 
Neg a t ive 
Commen ts  Regarding Pro fe s s iona l 
Growth Opportun i t i e s : 
Pos i t i ve 
Negat i ve 
Comments  Regarding Leade rship  
Opportun i t i e s  Ava i l ab l e :  
Pos i t ive 
Negat i ve 
Commen t s  Re garding Future Plans Other 
than Clas s room Teaching 
Commen t s  on the Need for More Growth 








2 6  
8 
143 
Percent age of  To t a l  
Re spon ses ( % )  
0 . 3  
0 . 5  
0 . 4  
0 . 0  
0 . 3  
4 . 5 
0 . 2  
0 . 0  
1 . 3  
1 . 0  
0 . 2  
0 . 2  
1 . 3  
0 . 4  
Tab l e  3 7  ( continued ) .  
Number of 
Respon s e s  
144 
Percent age of Tot a l  
Respon s e s  (%)  
Sense of Achievement ( N  = 2 0 1 7 ) 
TOTAL NUMBER OF COMMENTS REGARDING 
S ENSE OF ACHIEVEMENT 
Sense of Achieve ment Re la tive to 
S t udent Ou tcomes 
Posi tive comment s  
Nega tive comments 
Sense o f  Achievement Re lative to 
Job It s e l f  
Positive commen ts 
Nega tive commen ts 
76 
5 6  
1 
1 9  
0 
Resources ( N  = 2 01 7 )  
TOTAL NUMBER OF COMMENTS REGARD ING 
RESOURCES 
Positive Comments Regarding Resource s  




3 . 8 
2 . 8  
0 . 1  
1 . 0  
0 . 0  
3 . 1 
1 . 3  
1 . 8  
Gene r a l  Sati s fac tion/ Dis s a tis fac tion ( N  = 2 0 1 7 )  
TOTAL NUMBER OF COMMENTS EXPRESS ING 
GENERAL SATISFACTION 
TOTAL NUMBER OF COMMENTS EXPRESS ING 
G ENERAL DIS SATISFACTION 
General  Satis fac tion wi th : 
Teaching as a c areer 
S tuden t s  
Subject 
129 6 . 5  
1 1 0  5 . 5  
1 7  0 . 9 
1 7  0 . 9  
20 1 . 0  
Tab l e  3 7  ( c ont inued ) .  
Gene ra l D i s sa t i s fac t ion w i th : 
Teaching as a career 
S tuden t s / paren t s  
D i s c i p l ine 
Other  
Numbe r  of  
Respon s e s  
6 0  
20  
3 0  
0 
145 
Percen t age of To t a l  
Re spons e s  ( % )  
3 . 0  
1 . 0  
1 . 5  
0 . 0  
146 
The var iab l e  categor i e s  wi th the h i ghes t  va lues  r e l a t ive t o  sat i s fac ­
t ion we re for the mo s t  part  tho s e  accoun t ing for hi gh percen tages  
of  interview commen t s . 
CHAPTER V 
C ONCLUS I ONS AND RECOMMENDATIONS 
I .  INTRODUCTI ON 
The purpo se  of  this  inves t igation was to generate informa t ion 
re l a t ive to the workp lace s a t i s fact ion needs o f  se condary c l a s s room 
teachers , inc luding the spec i f ic subgroups of s c ience and mathema t i c s  
in s t ruc tors . The variou s  data sources  p re s ented i n  the p revious 
chap ter port ra y  c l a s s room teacher percept ions of  the educ a t i on a l  
workp lace . The samp le  u t i l i zed i n  t h e  s tudy represented ind ividua l s  
funct ioning under a b road range o f  workp lace c ond i t i on s  and respon s i ­
b i l i t i e s . 
The inve s t igat ion was des igned as a d e s c rip t ive s tudy that 
concentrated on both intrin s i c  and extrin s i c  influences on j ob 
s a t i s fac t ion iden t i f ied  through the qua l i t y  o f  workl i fe mod e l . 
The research ob j ec t ives formu lated through th i s  approach inc luded : 
( 1 ) To d e t e rmine workp l ace var iab l e s  important to j ob s a t i s ­
fact ion wi thin educational organizat ions . 
( 2 ) To iden t i fy the workp lace variab l es  that are mos t  importan t  
to s c ience and mathema t i c s  teachers . 
( 3 )  To determine the level o f  perce ived s a t i s fact i on for both 
the total s amp le  o f  c l a s s r oom teachers and the subgroups 
of s c ience and mathema t i c s  ins t ructors re l a t ive t o  the 
var iab les  of  importance . 
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( 4 )  To des i gn a QWL model t o  af f ect s ci ence and mat hemat i cs 
t eachers ' j ob s at i s f act i on t hat would pot ent i ally reduce 
at t ri t i on f rom t hes e f i elds . 
148 
D at a  to addres s t hes e obj ect i ves were collect ed t hrough t hree 
di f ferent met hods . Thes e met hods i ncluded an i ndep t h  s earch of 
l i t erat ure related t o  j ob s at is f act i on t heory and pract i ce wi t hi n  
bot h educat i onal and noneducat i onal organi zat i ons . F rom t hi s  
li t erat ure bas e a s urvey i ns t rument was des i gned t o  i dent i f y  t he 
degree of i mport ance as well as t he level of s at i s f act i on relat i ve 
t o  s peci f i c  workplace vari ables . T he t hi rd s ource of informat i on 
was an on- s i t e  i nt erview des i gned t o  vali dat e t he s urvey respons es . 
T hes e dat a  were t hen port rayed and analyzed i n  t erms of vari able 
i mport ance and s at i s f act i on relat i ve t o  t he t ot al sample as well 
as t he maj or s ubgroups of i nteres t .  
II. WORKPLAC E FACTORS ' IMPORTANC E  AND SAT ISF ACTION 
IN EDUCATIONAL ORGANIZATIONS 
Mos t of t he vari ables compri s i ng t he s urvey i ns t rument 
were rated as import ant t o  t he q uali t y  of work i ng li fe f or clas s room 
t eachers . However, t hree s peci f i c  vari ables were cons i s t ent ly 
i dent i f i ed as bei ng more important i n  compari s on wi t h  all ot her 
vari ables . Fact ors relat ed t o  t he variable cat egories pert ai ni ng 
t o  res ources , s upport s ys t ems , and work load were percei ved as mos t 
i mport ant by t he t ot al s ample. The wei ghted i mport ance value 
calculat ed for each of t hes e vari ables was hi gher t han for any of 
t he nine ot her maj or cat egories . 
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I t ems that compo s e  these cat egor ies re late to workp lace f ac t or s  
that are ext rins i c  i n  nature . Ava i l ab i l i t y  o f  needed mat e ri a l s , 
equipment and program fund ing , as we l l  as acceptab l e  c l a s s  s i z e , 
f a i r  d i s tr ibut ion o f  non- ins truc t iona l dut ies , appropr i a t e  work 
as s i gnments ,  prov i s i on for p l anning t ime and various forms of admin­
i s t ra t ive and paren t a l  support represent these highl y  imp ort ant 
categorie s .  
The variabl e s  perce ived as leas t important , as meas ured by 
mean we i ghted impor t ance va lue , we re inc lus ion , recogn i t i on , and 
growth . The s e  var i a b l e s  are pr ima r i l y  represented b y  i t ems that 
can b e  c l as s i f i ed as intrins i ca l ly r e l a t ed t o  workp lace s a t i s fac t ion . 
Sense o f  pers ona l involvement in work a c t i v i t i e s  and deci s ion pro­
c e s s e s  a s  we l l  as a s ense of mutual tru s t  were among the i t em s  o f  
l owe s t  impor t ance . Aspec t s  re l a t ed to apprec i a t i on expre s sed b y  
s tudents , at tent ion by adm in i s t rators f o r  the qua l i t y  o f  wo rk and 
peer or communi t y  approva l were a l so perce ived as re l a tive ly 
unimpor t ant . In add i t ion , c la s s room t eache rs vi ewed se l f  imp rovement 
and opportun i t i e s  for l e adership and advancement l owe s t  in importance 
of a l l  categor ie s . 
The s e  findings are for the mos t part c ons i s t ent with ot her 
research in the area o f  te acher j ob s a t i s fac t ion . Inab i l i t y  t o  
acquire needed resources to sustain a n  educat ional program , l ac k  
o f  a support network and unreasonab le work l oads have been ident i fi ed 
i n  o ther s tud ies as being important con t r ibutors to teacher 
a t t r i t ion ( Howe & Ger lovich , 1 9 8 1 ; O l s t ad & Bea l , 1 98 1 ;  Guthr i e  & 
Zusman , 1 982 ) . 
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Informa t ion concerning the perce ived leve l o f  sat i s fac t i on 
relat ive to the 1 2  ma j o r  workp l ac e  variab l e s  emphas i z ed d i f ferent 
categories from those con s idered t o  be impor t an t . The means 
c a l c u l a t ed for the we igh ted sat i s fac t ion values indicate  that fac t o r s  
of  h i ghe s t  s a t i s fac t ion we re re source s , s e n s e  o f  achi evemen t  and 
j o b  enrichment .  I t ems that  comp o s e  these categories are r e l a ted 
to  both int rins i c  and extrins ic a s pe c t s  o f  j ob s a t i s fac t ion . Tho s e  
i t ems  concerning the ava i lab i l i ty of  ma t e r ial s ,  equ i pmen t and p rogram 
f i nanc i a l  suppor t extr ins i ca l ly a f f e c t  s a t i s fac t ion . Conve r s e l y , 
i t ems deal ing w i t h  personal reward t ied to  s tudent ach ievement , 
c on f i dence fe l t  in qua l i ty o f  teaching and oppor tun i t y  to  i n i t i a t e  
creat ive ideas and a s s ume leade r s h i p  roles  we re among those i n t r i n s i c  
fact o r s  v iewed a s  mos t  s a t i s f i ed .  
Variab l e s  perce ived by the t o t a l  s amp le  o f  c las s room teache r s  
a s  be ing le a s t  s a t i s f i ed were growth ,  s ta tus , and forma l rewards 
s y s tem .  I t ems  that compose the category r e l a t ed to  growth are 
in t r ins ic  to  j ob sat i s fa c t i on .  Oppor tun i t ie s  r e l a t ive to  the use 
of per sonal ab i l i t ie s  and t a l en t  a s  we l l  a s  the exerc i s e  o f  leader­
ship roles wi thin the s chool s y s tem i n t r in s i c a l ly impac t the pe r ­
cep t i on o f  workp lace sa t i s fac t ion . Aspec t s  concern ing f o rma l rewards 
func t i on extrins ica l ly to affect j ob s a t i s fac t ion .  These  fac t o r s  
inc lude l ev e l  o f  s a l ary and b ene fi t s , ava i l ab i l i t y  o f  monetary 
incent ives and opportun i t ies  for p r omo t i on .  
III . WORKPLACE FACTORS ' IMPORTANCE AND SATI SFACTI ON 
AMONG SCIENCE TEACHERS 
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Sc ience t eachers i n  the s amp l e  cons idered most var iab l e  ca te­
gor i e s  a s  important  to the qua l i ty of work ing l i fe wi thin educat ional 
organ i z a t ions . Var i ab l e s  perceived t o  b e  mo s t  important , as determ ined 
by the  means o f  the wei gh t ed importance values , were r e s ou r ce s , 
work l oad , and s ta t u s . I tems within the s e  c a t egories r e l a t e  p r i ­
mar i l y  t o  workp lace cond i t ions that a r e  c on s idered ext r i n s i c  t o  
j ob s at i s fac t ion . Program f inanci a l  s uppo r t  and ava i lab i l i t y  o f  
needed equipment and ma t e r i a l s  were among i t ems s e l e c ted a s  mos t 
impor t an t . Aspe c t s  r e l a ted t o  c la s s  s i z e , numbe r  of s tudent con tac t s  
pe r day , prov i s ion for p l anning t ime , non - ins t ru c t ional  du t i e s  and 
the a s s i gnment  of i ns t ru c t ional pos i t i ons  based upon expe r t i s e  were 
a l s o  perceived a s  i mpor t ant  t o  t he qua l i t y of  work l i fe .  In add i t ion 
t o  these  fac tors , t he s t atus  of t eaching a s  perce ived by s tuden t s , 
c o l l eague s , and the communi t y  wa s al so rated as relat ive l y  impo r t ant . 
Variab l e s  j udged b y  s c i ence t eache rs as leas t impo rtant  t o  
t he qua l i ty of  working l i fe were those re l ated t o  int r ins ic  workp lace 
fac tors . Categories w i th the lowe s t  mean we i gh t ed impor tance values 
were inc lus i on , recogn i t ion , and growth . The int rins ic  na ture of 
thes e  categories  r e l a t ed t o  the sense of  pe r s onal involvement in 
facu l t y  work a c t iv i t ie s  and the d e c i s ion mak ing proces s .  I n t e rac t i on 
w i t h  s t aff  member s , wi l l ingnes s  to inc lud e  new s t aff  and the sense 
of  mutual tru s t  w i t h  co l l eagues  and admini s t ra tors wer e  a l s o  perce ived 
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a t  a compara t iv e l y  low leve l o f  impor t ance . Other a s p e c t s  of  rela­
t ively low importance inc luded appre c i a t ion expre s sed by  s tuden t s , 
a t t en t ion by admin i s t ra t ors for the qual i t y  of work , pee r approval 
and support , as we l l  as commendat ions from parent s  and commun i t y  
members . Fac tors  r e l a t ed t o  pers onal growth within the workp lace 
we re perceived a s  lowe s t  in impo r t ance among the 12  maj o r  var i ab le s . 
Thes e  factors of  leas t impor tance inc l uded opportun i t ies  t o  deve lop 
one ' s  own be s t  ab i l i t i e s , a s s ume leadership  ro l e s  and gain advancement 
within the s choo l sys t em .  
Var i ab l e  ca tegori e s  perceived i n  thi s subgroup a s  hav ing the 
h i ghes t  l eve l s  of  s a t i s fac t ion wer e  s ense of achi evement ,  r e s ource s ,  
j ob enri chment ,  and support sys t ems . Thes e  var iab les repre sented 
b o t h  ext rins i c  and i n t r i n s i c  influence s  on j ob s a t i s fac t ion . Ava i l a­
b i l i t y  of res ources to maintain an educat ional p rogram , as we l l  
as the various forms of  admin i s t ra t ive , parent al , and commun i t y  
support impac t  the perce ived l evel o f  j ob s a t i s fac t ion e x t r in s ical ly , 
wh i l e  the opportun i t y  t o  in i t iate  creat ive ideas and encoun t e r  a 
var i e t y  of work e xperiences a re among the in trins i c  fac t o r s  a f fe c t ing 
workp l a ce percept ions . Sense of ach i evement in t e rms of  p e r s onal 
reward when s tuden t s  per form we l l ,  con f i dence fe l t  in the qua l i t y  
of  t eaching and s a t i s fact ion de rived from profe s s ional con t r ibut ions 
were a l s o  int r i n s i c  i t ems s a t i s f ied at a re l a t ively h i gh leve l . 
Mean wei ghted s a t i s fac t i on values ind icated that the var iab l e  
c a t egories  vi ewed a s  leas t s at i s f ied we re growth , s tatus , and forma l  
rewa rd s sys tem .  The s e  ma j o r  vari ab l e  categories a l so re present 
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both int r ins ic and extrins i c  aspec t s  o f  j o b  s a t i s fact ion .  I t ems 
re lated to personal growth wi thin the workp l a c e  s e t t ing can be 
c l a s s i f ied a s  i n t r ins i c , wh i l e  i t ems deal ing with s t atus and forma l 
reward s are more ext r ins ic to j ob perc e p t i ons . Aspect s r e l a t ed 
t o  these  areas inc lude s a t i s fac t ion with the perceived s t atus of  
educat ion a s  a pro fe s s ion a s  we l l  a s  the  leve l o f  s a l ary and bene f i t s  
a s sociated with t each ing . 
IV . WORKPLACE FACTORS ' IMPORTANCE AND SATI SFACTION 
AMONG MATHEMATICS TEACHERS 
The mathemat ic s  teacher subgroup ind icated that the ma j o r i t y  
o f  var iab les compris ing the ins trument were important t o  the qua l i ty 
o f  working l i fe . Howeve r ,  three spec i fi c  var i ab l e s  were iden t i f i ed 
a s  mo s t  important in compari son w i th a l l  other var iab le s .  Fac t or s  
re l a ted to s tatus , resource s ,  and work load were perce ived as mos t  
important  b y  ma thema t i c s  teachers . The we i gh t ed importance value 
c omputed for each o f  the se variables  was h i ghe r than for any o f  
the nine other ma j o r  c a tegorie s .  
I t ems that compose  these categories r e l a t e  to workp lace fac tors 
that are ext rins ic in na ture . S a t i s fa c t i on w i th the s t atus of  
t each ing as a p ro f e s s ion and avai l ab i l i ty o f  ma terial  and e q u i pment , 
a s  we l l  as accep tab l e  c l as s  s i z e , f a i r  d i s t r ibut ion o f  non­
ins t ruc t i onal dut i e s  and prov i s ion for p l anning t ime are among thes e  
important ext rin s i c  fac t or s .  
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The leas t impor t ant  variab l e s  as measured by mean we igh t ed 
importance values we re inc l us ion , recogn i t i on , and growth . The s e  
intrin s i c e l ement s of  j ob s a t i s fac t ion r e l a t e  to the s e n s e  o f  personal 
involvement in work ac t ivi t ies and de c i s ion proc e s s e s  and the sense 
of  mutual t ru s t  among col leagues and admin i s t ra t ors , as we l l  as 
the various forms of  apprec iat ion and support given by s tudent s ,  
admini s t rators and communi t y  members . Persona l growth as s oc i a ted 
with the workp l a c e  had the l owe s t  mean we i gh t e d  imp ort ance value . 
Anal y s i s  o f  perce ived l eve l s  of  s a t i s fac t ion re l a t ive t o  the 
ma j or variab l e  c a tegor i e s  y i e lded d i f fe rent re sul t s  than those 
ob t a ined for import ance va l ue s . The means computed for the we i ghted 
s a t i s fac t ion values ind icated that  fact ors of  h i ghe s t  perceived 
s a t i s fact ion were r e s ourc e s , s ense of  achi evement and working cond i­
t i ons . The variab le  categor ies of  work ing cond i t ion s and r e s ources 
are cha ract e r i z ed by i tems that are extrin s i c to workp lace s a t i s fac­
t i on .  The s e  i t ems include the adequacy of  b u i l d ing fac i l i t i e s , 
the qua l ity of ma intenance , and the ava i l ab i l i ty of needed mat e r i a l s ,  
equipment and program financ ial suppor t . Intrins ic i t em s  perce ived 
as h i ghly s a t i s fied wer e  those as soci a t ed with personal reward derived 
from s tudent per formance , confidence fe l t  in the qua l i t y  of  t eaching 
and s a t i s fac t ion ob t a ined from profe s s ional con t r ibu t i ons . 
Variab l e s  ind icat ing areas of  l owe s t  perce ived sat is fac t ion 
inc luded s tatus , growth and formal rewards sys t em .  Both s t a t us 
and forma l rewards can be  c l a s s i fied as e x t r ins i c a l l y  r e l a t ed t o  
workplace sa t i s fac t i on , whi l e pe rsonal growth i s  more intrin s i c  
t o  s a t i s fa c t i on .  
V .  IMPORTANCE - SAT I SFACTION RELATIONSHIPS 
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The variab l e s  perce ived a s  mo s t  importan t  b y  t h e  t o t a l  s amp le 
and the two subgroups o f  intere s t  were , in mo s t  case s , the s ame . 
The compu ted means for the weighted importance va lue s ind i c a t ed 
that the s c ience and ma thema t i c s  t eacher sub g roups v i ewed re sourc e s , 
work load and s ta t u s  a s  the three mo s t  imp o r t an t  QWL fac t or s . 
Re s p on s e s  from the t o t a l  s amp le o f  c la s s room t eache r s  a l s o  perce ived 
r e s ou r c e s  and wor k  load a s  h i gh l y  imp o r t an t . In add i t i on , the 
variab le re l a t ed t o  support sys t ems wa s v i ewed by the t o t a l  samp l e  
a s  v e r y  important t o  t h e  qua l it y  o f  working l i fe .  I t  i s  i n t e re s t ing 
t o  n o t e  that the var iab l e s  cons idered important by par t i c i pa t ing 
group s were a l l  ext r in s i c a l l y  r e l a t ed to wo rk l i fe qua l i ty . 
The var iab le c a t e go r i e s  perce ived b y  a l l  s t udy par t i c i pant s 
a s  lea s t  important were ident ica l .  Inc lus i on , recogn i t i on ,  and 
growth yie lded the l owe s t  mean we i gh t ed impor t ance value s . A l l 
o f  the s e  lea s t  important fac t or s  can be c l as s i fi ed as i n t r ins i ca l ly 
r e l a t ed to QWL percept i on s . However , due t o  the narrow range o f  
importance values generated concern ing the QWL variab le s , i t  i s  
apparent that mo s t  o f  the 1 2  ma j o r  c a t e g o r i e s  h e ld a r e l a t ively 
h i gh de gree o f  imp o r t ance to the res pondent s .  
We igh t ed s at i s fa c t ion value s a l s o  revealed con s iderab l e  
s imi l a r i t y  acr o s s  a l l  par t ic ipant group s . Re s pondent s  compo s ing the 
t o t a l  samp le a s  we l l  a s  the subgroup of s c i ence teachers ind i cated 
that the var i ab l e s  repre s en t ing resource s , sense o f  achi evement , j ob 
enr i chment and support sys tems were viewed as having the h i ghes t 
leve l o f  s a t i s fa c t ion .  
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Part i c ipat ing ma thematics teache rs a l s o  viewed resources , 
sen s e  o f  achievement and support sys tems as rela t ive l y  we l l  s a t i s ­
f ied . In add i t ion , this  subgroup inc luded working cond i t i ons  as 
be ing a vari ab le  of comparat ive ly h i gh s a t i s fac t ion .  The vari ab le s 
that wer e  ident i f ied  a s  more highly s at i s f ied  than mos t  o ther s 
repre sent both int r ins ic and extrins i c  inf luences on workp l ace  
s a t i s fac t ion . 
The variab l e s  perce ived a s  being l e a s t  s a t i s f ied were the 
s ame for a l l  groups of re spondent s .  The s e  variab les were growth , 
s tatus and forma l rewards sys tem . The var i ab l e  represent ing growth 
is p r imari ly an in t r in s i c  factor , wh i le s tatus and formal rewards 
represent ext rins ic j ob s a t i s fac t ion factors . 
In general the se variab les ident i fied as mo s t  import ant were 
not the vari ab les  ind icated as be ing relat ive l y  we l l  s a t i s fied . The 
s ingle excep t i on to t h i s  patt ern was the extrins i c  fac tor o f  resource s .  
Th i s  anomaly may be a t t r ibutab le in part t o  the compo s i t ion o f  the 
samp le for this  inve s t igat ion . Howeve r ,  a s imi lar e qu i l ib rium 
pat tern i s  a l s o  man i fe s t ed re lat ive to those variab l e s  o f  l e a s t  
imp o r t ance and lowe s t  s a t i s faction .  Int r in s ic variab les were 
iden t i fied acro s s  all groups as leas t important , whi le pr imar i ly 
ext r ins i c  fac tors we re viewed as lowe s t  in s a t i s fact ion . The only 
except ion to the p a t tern was the variab le related to the i n t r in s i c  
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factor of g rowth. Thi s vari abl e was percei ved as poorly sati sfi ed 
by al l groups. 
Further insight concerning the rel ati on shi ps between percei ved 
l evel s of i mportance an d sati sfacti on was obtain ed by anal y z ing 
mean in dex val ues. Representing the percei ved infl uen ce of a 
speci fic vari abl e on the qual i ty of workl i fe, pQWL : V i indi ces were 
g en erated for the total sampl e as wel l as for sci ence and mathe­
mati cs teachers ( Appendix B) . These index val ues indi cate that 
al l groups i n vol ved in the study i denti fi ed the variabl es of formal 
rewards system and status as being most di screpant ( greatest di f­
feren ce between the deg ree of i mportance and the l evel of satisfac­
ti on ) . Both of these vari abl e  categories represen t extrinsic 
infl uences on workpl ace sati sfacti on. Other maj or vari abl e categories 
occurring in al l groups wi th somewhat l ower mean pQWL : V i val ues 
were recogni ti on and growth. These di screpan t areas rel ate primari ly 
to intrinsi c j ob sati sfacti on factors. In an excepti on to the above 
pattern , the pQWL : V i  in dex val ues for sci ence teachers indicated 
that working condi ti on s  were viewed as rel ati vely di screpant. 
Thi s extrin si c  factor may portray the prescri bed need of sci en ce 
teachers for adequate l aboratory faci l i ti es and needed work space. 
D ata represen ting the l east di screpan t variabl es fel l wi thin 
a very narrow range among al l parti ci pating groups. Therefore, 
meaningful pattern s rel ated to the l east di screpant areas are more 
difficul t to establ i sh. However, pQWL : Vi index val ues indi cate 
that the vari abl e categories deal ing wi th the intrinsi c factors 
o f  j ob enr ichment and sense o f  achi evemen t  we re among the leas t 
d i s c repan t  QWL var iab les . The extr ins i c  var iab le per t a ining to  
support  sys t ems also  exh i b i ted a compara t ively low index va lue in 
a l l  group s . 
Add i t ional variab les  ref l e c t ing l ower d i s crepancy included 
extrins ic as we l l  as int r in s ic componen t s . Mean pQWL : V i values 
ind icated that the t o t a l  sample as  we l l  a s  s c ience teache r s  viewed 
work con t ro l , an int r in s i c  var iab le , as r e l a t ive ly nond i s c repan t .  
Work c ontro l d i d  not appear a s  one o f  the l e a s t  d i s c repan t  fac t o r s  
f o r  ma thema t ics teacher s .  However ,  t h i s  sub group d i d  perce ive the 
e x t r in s ic variab le of working cond i t ions as one o f  the leas t d i s ­
c repan t  workp lace fac to r s . 
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I n  genera l ,  the mo s t  d isc repant areas corres pond t o  the 
var iab les iden t i fied as having the lowe s t  leve l s  of  s a t i s f act ion . 
Spec i f ica l l y ,  s t atus , forma l rewards s y s t em ,  and growth occur both  
among the  mo s t  d i s c repant and the  leas t s a t i s f i ed QWL factors  for 
the t o t a l  samp l e  a s  we l l  as for s c ience and ma thema t ic s  te achers .  
In addi tion ,  growth and rec ogni t ion we re areas o f  low s a t i s fa c t ion 
that yie lded rather h igh pQWL : Vi d i s crepancy value s . However , both  
recogni t ion and growt h were viewed as the  leas t important to  the 
qua l i ty of  working l i fe by  a l l  group s .  
I t  seems apparen t , then , that d i f ferences in percep t i ons re­
gard ing the QWL variab les  involved in this s tudy were minima l among 
a l l  three group s of par t i c ipant s .  Through the t reatmen t and ana l ys i s  
o f  data from three d i f fe rent perspect ives ( i t em response fr equenc ies , 
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weighted i mportanc e and sati sfaction values, and pQWL : V i i ndic es) , 
i t  i s  c lear that f or thi s sample the two most important workplac e 
di ssatisfi ers were statu s and formal rewards, both extri nsic i nf lu ­
enc es on j ob satisfac tion. 
The variable i denti f i ed by all grou ps involved i n  the study 
as y ielding the hi ghest level of sati sfac ti on was the i ntri nsic 
f ac tor, sense of achi evement. Aspec ts related to j ob enric hment 
were also among those i ntrinsic f ac tors of hi gh sati sf ac ti on f or 
all groups. Sati sfac ti on levels c oncern i ng the more extri nsi c QWL 
fac tors exhi bi ted di f ferenc es among the grou ps i nvolved i n  the study . 
The total sample vi ewed resou rces and work c ontrol as maj or areas 
of sati sfacti on, while the su bgrou p of mathemati c s  teac hers vi ewed 
su pport system and worki ng c ondi ti ons as well sati sfi ed. Sc i enc e 
teac hers perc eived work c ontrol and support sy stems as bei ng relati vely 
sati sfy i ng. Due to thi s si mi larity i n  results among all parti c i pant 
grou ps, i t  seems c lear that i nterventi ons desi gned to posi ti vely 
af f ec t  the qu ali ty of working li fe can be implemented for all c lass­
room teachers. The sou rc es of sati sf ac ti on and di ssati sfac ti on 
f or sc i ence and mathemati c s  teachers wi thi n thi s study were 
essenti ally the same as for the total sample of c lassroom teach ers 
regardless of ac ademi c responsibi li ty. 
These results seem to generally su pport the j ob sati sfac ti on 
research of Herz berg ( 1 9 6 6 )  and others. Herzberg ' s moti vation- hy gi ene 
theory i ndic ates that extri nsic ( hygiene) workplac e f ac tors are 
maj or sources of di ssati sfac ti on when they are perc ei ved as i nadequate. 
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He theo r i z e s  that even when t h e s e  fac tors  a r e  supp l ied at approp r i a t e  
leve l s ,  t hey do no t gene ra l ly improve s a t i s f ac t ion ,  b u t  tend t o  
create workp lace d i s sat i s fac t ion . D a t a  ind i c a t e  that f o r  t h i s  samp l e  
o f  c la s s room t eachers the ext r ins ic  fac t o rs of s t atus and forma l 
r ewa rds cons t i tu t e  sources o f  j ob d i s sa t i s fact i on ,  whi le such i n t rins ic  
aspe c t s  a s  s en s e  of  ach i evement and j ob enr ichmen t  may be sources  
of  sat i s fact ion to  t eachers  o f  s c i enc e , ma thema t i c s , and oth er  
secondary s choo l sub j e ct s .  
S imi lari t ie s  found among the targe t group s ' importance and 
s a t i s fact ion value s sugge s t  that the development  of a c learer unde r ­
s t and ing o f  workplace s a t i s fact ion may de pend o n  add i t ional leve l s  
o f  ana lys i s . Corre l a t i onal analyses  o f  the we i gh ted importance 
and s a t i s fact ion values and the pQWL : V i ind i c e s  in r e l a t i on t o  key 
demo g raph ic  fac t o r s  were found , for examp l e ,  to y i e l d  a numb e r  o f  
intere s t ing resu l t s . Demographic  fac t o r s  wh ich appear t o  exh ib i t  
a re l a t i onship wi th seve r a l  o f  the ma j or QWL var iab les inc lude years 
of expe r ience , number o f  years in the presen t  s ch ool , l eve l o f  
educ a t i on ,  age , and s alary (Append ix C ) . Spe c i f ic QWL var i ab l e s  found 
to b e  a s sociated w i t h  seve ral  demograph ic  fac tors  we re resou rces , 
s tatus , j ob enr i chment , sen s e  o f  achievement , work load , working 
cond i t ions , and growth . Coe f f ic i ent s ind ic a t ing par t icularly c l ear 
a s s o c i a t ions were thos e concerning age , salary , and l eve l of educat ion 
in re l a t i on to tho s e  QWL var iables jud ged to have the grea t e s t  
inf luence on workplace s a t i s fact i on and d i s s a t i s fact ion . For examp l e , 
the var iab les  o f  s t atus  and forma l r eward s , the pr ime sources of  
d i s s a t i s fa c t ion for a l l  groups repre sented in the s t udy frequent l y  
produced re l a t iv e l y  h i gh c orre la t i on c o e f f i c i en t s  ( / rs / � . 20 )  w i t h  
the demographi c  fac t ors  o f  age , s a lary , and leve l o f  educat i on .  
Job enr ichment and sense o f  ach ievement ,  perce ived a t  rather h i gh 
leve l s  o f  s a t i s fac t i on for  a l l  grou p s , a l s o  produced s i gn i ficant 
c orre l a t ions ( / rs / � . 20 )  with the se d emo graphic fact ors . 
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Knowledge o f  these s i gn i f icant corre l a t ions may b e  par t icularly 
u s e fu l  when con s ide r ing way s  to  improve workp lace s a t i s fact ion among 
spe c i f i c  sub groups of the t each ing s t a f f . For in s t ance , s everal 
of the demograph i c  fac t o r s  are a s s oc ia ted wi th  the age of ind i v idua l s 
part i c i pa t ing in the s tudy , such as years o f  exper i ence , years in 
the s chool and the leve l o f  educa t ion . Th i s  con s idera t ion gains 
importance in l i ght of teacher a t t r i t ion data , which ind icate that 
a h i gh percentage o f  s c i ence and ma thema t i cs  teachers  leave rela­
t ive ly early in the i r  careers  ( Chapman , 1 9 8 3 ; Levin , 1 9 8 2 ) . The 
s c ience and mathema t i c s  t eachers in thi s s amp le we re among the younger 
ind ividua l s , w i t h  fewe r years o f  exper ienc e . I f  th i s  f ind ing i s  
c on f i rmed through sub s e quent research , intervent ion s  to  inc rease 
the qua l i ty o f  wo rking l i fe for those groups may need to be d e s igned 
to  accommodate age - re lated percept ions and p r i o r i t ies , or to focus 
greater a t tent i on on the younge r segment of the se condary t eacher 
workforce . 
VI . P ROPOSED MODEL FOR IMPROVING WORKLIFE QUAL ITY 
In order to e f fec t ively ut i l i ze informa t ion conc e rn ing the 
maj o r  QWL variab le s ,  an ove ra l l  mode l o r  framework is needed . 
The formulat ion of such a framework depends upon the integra t i on 
and anal ys i s  of  several types o f  data . 
The mode l presented in Figure 4 dep i c t s  the data s ources 
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and important proce s s e s  deemed necessary for addre s s ing QWL concerns . 
These maj or informa t i on s ou rces are v iewed a s  e s sent i a l  based upon 
the resu l t s  of the present inves t igat ion. The firs t two are acqu i red 
by a s s e s s ing the present s t a tus of teacher workl i fe to determine 
b o th int rins i c  and ext rinsic  factors he ld to be impor tant , how we l l  
they are being sat i s f i e d , and the d i s crepanc ies exi st ing be tween 
importance and sat i s fact ion leve l s . Knowledge gained from s tud i e s  
of  educa t i onal and othe r organiza t i ons  repre sent s a third ma j or 
data source that shou ld be cons u l ted to keep abreast of  eme rging 
deve l opments . 
The three d a t a  s ources are cons idered in des igning ten t a t ive 
s t rategies  t o  enhance teacher workl i fe . The se s trat egies are then 
to be s c reened or ana lyzed in terms of two add i t iona l types o f  
informa t ion .  A s  d i s cus sed ear l i e r  i n  thi s chap ter , demograph i c  
factors ( e . g . , age , educ a t iona l leve l )  appe ar t o  be a s s oc iated with 
QWL percept ions , and ne ed to be taken into cons idera t i on . Second l y ,  
i t  i s  prudent t o  incorporate s pe c i f i c  contextual informa t ion that 
would tend to de l imit or shape the type s o f  s t rategies  that can 
be cons idered feas ible ( e . g . , state manda tes , local financ i a l  con­
s t raint s , change s in leadership ) .  
At each s t age o f  the mode l ,  ongoing feedback and evalua t i on 
are incorporated . The work l i fe imp rovement s t rategie s  that resu l t  
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_ _  _I _ _  _ 
Red uc t ion 
in 
At tri t ion 
QWL 
shou l d  lead to two maj or outcomes : enhanced qual i ty of workl i fe 
and reduced teacher attri ti on. Natural l y ,  these ou tcomes wi l l  be 
rel ati vely gradual i n  thei r emergence, maki ng measurement from 
several perspecti ves and across an extended time frame essenti al 
features to fol l ow u p  on the strateg i es impl emen ted. 
V I I .  RECOMMENDATI ONS FOR FUTURE RESE ARCH 
I n  order to expand u pon the previ ou s  i nvestig ati on ,  further 
research i s  needed concerni ng components rel ated to the qual i ty 
of work l i fe wi thi n educati onal org ani zati ons. Potenti al research 
acti vi ties m i g ht center upon the fol l owi ng consi derati on s :  
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1 .  The context wi thi n whi ch the in strument has been uti l i z ed 
needs to be broadened. Thi s wou l d  neces si tate the inclu­
sion of more di versi fied types of school di stri cts i n  
future studi es. D i s tri cts represen ti ng a more complete 
spectrum of soci oeconomi c l evel s, communi ty characteri sti cs, 
school di strict sizes, and school s offeri ng al tern ati ve 
educational program s  wou l d  add valuabl e i nformati on con­
cerni ng workpl ace percepti ons. 
2 .  An i n- depth probe of demographi c aspects may contr i bute 
to the determi nati on of workpl ace factor s per ti nent to 
maj or groups wi thi n the teaching professi on. For example, 
speci fi c  i nformation needs to be col l ected concern i ng 
the rel ati on shi ps of age to status; recogni tion to l evel 
of educati on ; and recogni ti on to age. 
1 6 5  
3 .  The Q WL  mod e l  formulated wit hin this  inve s t igat ion need s 
to be  imp l emented and eva lua ted . The long- term co l l ect ion 
and ana lys i s  of data concerning both QWL percept ion s and 
t eacher a t t r i t i on are nec e s sary if an acc urat e a s s e s sment 
of the mod e l  is to be made . In  order to inc rease the 
mode l ' s  u s e fu lnes s �  more anal y t i c a l  techn i ques for d a t a  
analys i s  shou l d  b e  app l i ed . App l icat ion of appropr i a t e  
t echn i ques such as fac tor or d i s c riminant  analys i s  may 
repre s ent  va luab le  avenue s  of re s earch concerning the 
e f fec t ivene s s  of the QWL mode l .  
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8 . .. 
't'!"J i s  p r o j e � t i s  a me a n s  t o r  u n i v e r s i t y  
f a c u l t y  a n d  s c h o o l  p e r s o n n e l  t o  c om � i n e  
e ! ! ot' t l  t o  i mp r :::we the '!duc a t i o n a l  �r:C.place� 
When �he educa t i o n a l  wo r k p l a c e  becomes m o r e  
:-eva :r : H n q  f o r  o;. e a c h a :r s , i t  i s  a l s o  l ik e l y  to 
be more: product ive for l e arn e r l . 'I' h e  p r o j e c t  
i s  a ! i e ld based. s t'Jdy of t h e  cond i t i on &  t h a t  
CJ.n m a k e  a d i. ! !erenc• i n  teaeh•rs ' .,el l be i n ;  
and att i tudes about the i r  vor lc .  
. The m a j o r  ob jec: ives of the p r o j e c t  u ; e  t o  
i d e n t i t y  t b e  w o r k  s 4 : i s t i e r s  t h « t.  a r e  
i � p o r t a n t  t o  t e a c h e r s  · i n  s e l e c t ed s ch o o l  
u n i  ! s  1 d t v e l op and impl erncnt p l a n s  that focus 
on the i mp o r t a n t  �o:k a a t i s ! i e r s ;  and s n a r e  
t h e  ! i n d i n g t  f r om t h e  p r o j e c t  s c h oo l s  w i tb 
o t h e r s  c o n e e r n e d a b o u t  i m p r o v i n g t h e  
e d u c • t. 1 o n a l  wo r k p l a c e .  w e  � i l l  t h • n  hav• a 
b e t t � r  c h a n c e  o f  r e c r u i t i nq • n d  k e • p i n q  
t a l ented teach e r s .  
T h e r e  a r e  o b v 1 o u s  b e n e f i t s  f o r  t h o s e  
i n v o lved i n  t. h e  p r o j e c t .  th e U rt i v e r s i t }' o f  
T e n n e s s e e  w i l l  b e n e f i t  b y  t r a n s l a t 1 n g  ! h e  
f i n d i ng s  ! r om t h e  i n d i v i d u a l p : o j e c t s  i n t o  
i m p r ov e d  u n d e r g r ad u a ! e  and � raduete proq rams 
and e x pe r i e n ce s �  t h e  u n i v e r s i t y  : e a m  w i l l  
a l s o  ce a b l e  t o  add to t he body ot knowledge 
acout imp r o v i ng t h e  @ d u ea t i on a l  w o r k p l a c e .  
T h e  s c ho o l s  ""' i l l  be al::l l e  ! o  de-:.er':m i n e  'J.tys to 
i n e r e a 1 e  t e a c h e r  s a t i s f a : t i o n a n �  k e e p  
t J l e � t e d  t e a c h e r •  i n  t h e  p r o f e s s i on .  ay 
sh4r i n q  th• f i n d i n gs f r om a l l  of t. h e  p r o j e c t  
s c h oo l s , a l l  p a r t i c i p a n t !  s h o u l d  i m �:n: o v e  
thei r  unde r stand i nq l!l b o u t  approac n e s  t. l':l a t  :: a n  
i mp r o v e  s c h o o l  p r a c � i c e .  F i na l l y �  O t h e r s  
i n t � r e s t ed i n  t h i s  i m p o r t a n t  e d u c a t i o n a l  
c h a l l e n g e  w i ll be ne f i t  f r om  the d L s s em i � a t ion 
o !  the r•t u l t s .  
w 
I I I I I  I I  
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WORKPLACE STUDY INTERVIEW 
1 .  Wha t  i s  your pre s ent teach ing a s s ignmen t in t h i s  schoo l ?  How 
long have you h e l d  t h i s  pos i t ion? 
180 
2 .  Does the phy s i c a l  envi ronment a f fec t your performance a s  a teache r ?  
I n  wha t  way? 
3 .  How much freedom do you have in c arrying out your re s pon s ib i l i t i e s ? 
Are you s a t i s fied w i t h  th i s  amoun t o f  freedom? 
4 .  a )  Wha t  are your b e s t  ab i l i t i e s ?  Wha t  are the things you do 
ve ry we l l ?  
b )  D o  you have a chance t o  u s e  thes e ?  
5 .  a )  How do you fee l about your remuner a t i on ?  
b )  A s  c ompared t o  o thers i n  the teach ing pro fe s s ion ?  
c )  A s  compared t o  o ther profe s s ions ? 
6 .  Wha t  d o  you l ike be s t  about your work a s s ignmen t ?  
7 .  Wha t  do you l ike lea s t  abou t your a s s i gnment ? 
8 .  a )  How many people d i r ec t ly superv i s e  your wo rk ? 
b )  Wha t  are the i r  pos i t ion s ? 
c )  D e s c ribe the things you l ike mo s t  about the person ( s )  
whom you report . 
d )  Wha t  do they d o  b e s t ?  
t o  
9 .  I f  you were to make recommendat ions about improving the i r  per­
formance , wha t  are the mo s t  important things you wou l d  recommend ? 
1 0 .  I f  you had the opportun i ty t o  change your a s s ignmen t , wha t  changes 
wou ld you mak e ?  
1 1 .  a )  Do you s ee your s choo l as a friend ly p lace to work ? 
b )  Are you s a t i s fied with the r e l a t ionsh i p  you have with your 
c o l leagu e s ?  
1 8 1  
1 2 . How do you fee l about te ach ing as compared to other profes s i on s ?  
How much pre s t i ge doe s t e ach ing a f ford compared t o  the other 
pro fes s i ons ? How wou l d  you rank teachi ng as compared to  other 
profess ions ? 
1 3 . What caus e s  you t o  fee l mos t  s a ti s fied about your work? 
14.  Wha t  cau s e s  you the mo s t  d i s sa t i s fac t ion? 
1 5 . I f  you were g iven the oppor tun i t y  to make any changes ne c e s s ary 
in the schoo l to  make it a p lace whe re ta lented teachers wou ld 
pre fer to cont inue teaching here , wha t  wou ld they b e ?  
16 . Wha t  d o e s  the future hold  for you i n  t h e  te ach ing pro fess ion ? 
1 7 . I s  there any comment you wou ld l ike t o  make conc ern ing your 
workp l a c e  that has not been addres sed by the survey or the 
int erview? I s  there any th ing I ' ve l e f t  ou t ?  S ome th ing you 
wou ld l ike t o  add ? 
APPENDIX B 
WE IGHTED IMPORTANCE AND SATISFACT ION VALUES 
Ta b l e  3 8 . We i gh t ed Import ance Va lue s (Means )  and We i g h t e d  S a t i s fa c t ion Values  ( Means ) :  To t a l  S amp l e , 
S c ience Teachers , and Ma thema t i c s  Teache rs . 
Tot a l  Sample S c ience Tea chers Ma t hema t i c s  Teachers 
C a t t!gory Me ans C a t egory M�E!!�����a t_ego{"y _ _ _ _ _ 
We i gh t ed Impor t ance Values 
Re s ourc e s  
Suppor t S y s t ems 
Work Load 
S t a t u s  
Job En r i c hment 
Work ing Cond i t ions 
� Work C on t r o l  
w Forma l Rewa rds S y s t em 
Sen s e  o f  Ach ievement 
Inc l u s i on 
Re cogn i t i on 
G rowt h  
4 3 . 62 
4 2 . 2 8 
42 . 08 
4 1 . 7 9 
4 1 . 6 1 
4 1 . 7 9 
4 1 . 1 3  
40 . 69 
4 0 . 52 
40 . 2 8 
39 . 82 
3 8 . 49 
We igh t e d  S a t i s fa c t ion Values 
Re source s 
S e n s e  o f  Ac h i evement 
Job E n r i c hmen t  
Suppor t S y s tem 
Work Con t r o l  
Work ing C ond i t ions 
Work Load 
Inc l u �; i on 
Recogn i t ion 
3 7 . 30 
3 6 . 30 
3 5 . 30 
3 5 . 1 1 
34 . 43 
3 3 . 8 8 
3 3 . 87 
3 3 . 48 
3 1 . 3 8 
Resourc e s  
Wor k  Load 
S t a tu s  
Support S y s tems 
Wor k ing Cond i t i ons 
Job Enrichmen t  
Sense o f  Ach i eveme n t  
Work Con t r o l  
Forma l Rewar d s  S y s t em 
Inc l u s i on 
Recogn i t ion 
G rowth 
Sense of Achie vement 
Re sourc e s  
Job Enri chme n t  
S uppor t S y s t ems 
Work Con t r o l  
Work Load 
Inc l u s i on 
Recogn i t i on 
Working Cond i t ions 
44 . 00 S t a tu s  
4 2 . 09 R e s ources  
4 1 . 5 3 Work Load 
4 1 . 4 2 Work C on t ro l  
4 1 . 03 Suppor t S y s t em s  
4 1 . 00 Forma l Rewa rds S y s tem 
40 . 6 2 Sense o f  Ach i evement 
4 0 . 3 1 Job Enri chment 
3 9 . 6 9 Wor k ing Cond i t ions 
3 9 . 1 3 Inc l u s ion 
3 8 . 46 Re cogn i t ion 
3 8 . 15 Growth 
3 7 . 8 5 Resour c e s  
3 7 . 3 3 S ense o f  Ach ievement 
3 7 . 00 Wo rki n g  Cond i t i on s  
3 6 . 98 Support S y s t ems 
3 6 . 1 8 Work Load 
34 . 2 2 Job Enri chme n t  
3 3 . 9 5 Work Con t r o l  
3 3 . 3 1  Inc l u s i on 
3 2 . 9 2 Recogn i t i on 
Means 
43 . 74 
4 3 . 1 6  
42 . 3 8  
4 1 . 6 2 
4 1 . 1 8  
4 1 . 1 3  
40 . 74 
40 . 58 
40 . 42 
40 . 3 2 
40 . 1 1 
3 8 . 84 
3 6 . 42 
3 5 . 80 
3 5 . 7 9  
3 5 . 05 
34 . 55 
34 . 50 
3 3 . 99 
33 . 84 
30 . 79 
Tab l �  38  ( cont inued ) .  
Tot a l  Samp l e  S c i ence  Teachers Ma thema t i c s  Teach e r s 
Cat egory Means Cat egory Means Cat egory Means 
G rowt h  
S t a tus 
Forma l Rewa rds S y s t em 
3 0 . 7 1  
30 . 2 2  
2 7 . 84 
G rowth 
S t a t u s  
Forma l Rewards Sys t em 
3 0 . 67 
3 0 . 00 
28 . 08 
S t a t u s  
G rowth 
Forma l Rewards Sys t em 
30 . 24  
30 . 1 1 
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CORRELATIONS 
t-' 
Tab l �  3 9 .  Mean Ind� x  Values : Me a s u r e  o f  D i s c re pancy b e tween Degre e  o f  Imp o r t a n c e  and Leve l o f  
S a t i s fac t ion . 
T o t a l  S amp l e  S c ienc e Teachers Ma thema t i c s  Teac he r s  
Mean Ind e x  Mean Index 
C a t egory Value (;a t eg_o ry V a l u e  C a tegory 
Forma l Rewa rd s S y s t em 1 . 65 Fo rma l Rewa rds S y s t em 1 .  5 9  F orma l Rewar d s  S y s t em 
S t a t us 1 . 4 9  S t a t u s  1 . 50 S t a t us 
Rec o gn i t i on 1 . 3 6 Working C ond i t i on s  1 .  3 7  Rec o gn i t i on 
G row th 1 . 34 Growth 1 . 3 6 Growth 
Mean I n d e x  
V a l u e  
1 . 7 1  
1 . 6 1 
1 . 4 1  
1 . 40 
1 . 3 1  oo Work ing Cond i t  i ons Work Load 
0' 
1 . 3 0 W o rk Load 1 .  2 9  
Work Load 1 . 3 0 Re sources 1 .  25  Work Con t ro l 1 .  2 5  
I n c l u s i on 1 .  2 6  Inc l u s i on 1 .  2 2  Re s o u r c e s  1 .  24 
Support Sy s t ems 1 .  25 Recogn i t i on 1 .  2 1  Inc lus ion 1 .  2 2  
Job Enr i chmen t  1 . 2 5 J o b  En r i chmen t 1 . 1 6 Job Enr i chme n t  1 .  2 2  
Work C on t r o l  1 .  24 Suppor t Sys t ems 1 . 1 5 Support S y s t e ms 1 .  2 1  
Re s o u r c e s  1 .  2 3  W o r k  Con t r o l  1 . 14 Wor k ing C ond i t ions 1 .  1 7  
S e n s e  o f  Ach i evemen t  1 . 14 S e n s e  o f  Ach i e vemen t 1 . 1 0 S e n s e  o f  Achieve men t  1 . 1 6 
Tab l e  40 . Re l a t i on s h i p  b e tween Demog raph i c  F a c t o r s  and Those  QWL V a r i ab l e s  Perce ived Mos t  Impo r t a n t  
and Mos t  S a t i s f ied . 
Demograph i c  Fac t o r  
S ign i f i cant  r 
s 
P r imary 
Years o f  Years i n  Leve l o f  Income 
V a r i ab le  C a t eg()ry . Expt: r i ence ___ .t:he _S cJ:lo()L_ Educa t i on_ Age Source S a l a ry 
Mos t  Impo r t a n t  
Tot a l  Samp l e  
Re s ources - . 09 - . 09 
Suppor t  Syl:l t ems - . 09 
Work Load . 1 3 
S c ience Teacherl:l 
Resources - . 4 6 
Work Load - . 2 1 . 2 1  
S ta tus - . 3 0 
Ma thema t ic s  Te acher 
S ta t us . 34 
Rel:lourc el:l  - . 24 - . 24 




Tab le  40 ( c ont inued ) .  
Demographi c  Fac t or 
S i gn i f i ca n t  r s 
P r ima ry 
Yea r s  o f  Yea r s  in Leve l of I n c ome 
V a r i a b l e  C a t egory Expe r i ence the Schoo l Educ a t i on Age S ource S a l a ry 
High e s t Sa t i s fac t ion 
Tot a l  S amp l e  
Re sources  
Sense o f  Ac h i evement 
Job Enrichmen t 
Suppo r t  S y s t em 
S c ience Tea c h e rs 
Sense o f  Ac h i evemen t 
Re sourc e s  
J o b  Enr i c hmen t 
Suppor t  S ys t ems 
Ma thema t i c s  Te achers 
Re s ource!>  
S enlie o f  Ach ievement 
Working Cond i t i on!> 
Support Syli te ms 
. 1 8  
. 09 
. 08 
. 1 2  
. 2 7 
• 1 5  . 13 
. 08 
. 2 5 
. 22 
. 2 6 
- . 20 
. 09 
. 1 1 
. 08 
• 14 
- . 2 6 
. 33 
. 1 5 
. 0 9 
. 24 
• 1 8  
. 4 7  




Tab l e  4 1. R� l a t i onsh i p  b e tween Demograph i c  F a c t o r s  and Tho s e  QWL Va r i a b l e s  P e r c e ived Lea s t  
I mpor tant and S a t i s fied . 
Demograph i c  Fac t o r  
S i gn i f i c a n t  r 
8 
P r ima ry 
Years of Yea rs in Leve l of Income 
V a r i a b l �  C a tegory Expt= ri.�llCE::__ _ _t:he;:_§_�::hoo l Educ a t ion Age Source S a l a ry 
Lowe s t  Impor t ance 
Tot a l  S amp l e  
Inc l u s i on 
Recogn i t i on 
G rowth 
S c ience  Teachers 
Inc l u s i on 
Recogn i t i on 
G rowth 
Ma thema t i c s  Teachers 
Inc l u s i on 
Rt!cogn i t i on 
G rowth 
. 08 
. 1 9  
. 30 . 3 0 
- . 10 
- . 1 1 
- . 09 . 1 0 
- . 3 8 
- . 29 - .  1 8  
- .  18  




Tab l e  4 1  ( c on t inued ) . 
Demograph i c  Fac t o r  
S i gn i f ic a n t  r s 
Pr imary 
Yea r s  o f  Years in Leve l o f  Income 
V a r i ab l e  Ca tegory Expe r ience the S choo Educ a t i o n  S o u r c e  S a l a ry 
Lowes t  in Sa t i s fa c t i on 
To t a l  S amp l t:  
Growth 
S t a t u s  
Forma l Rewards S y s t em 
S c ience Teachers  
G rowth 
S t a t u s  
Forma l Rewa rd s S y s t em 
Mathema t i c s  Teache rs 
S t a t u s  
G rowth 




. 3 1 
. 30 
. 1 2  
. 2 9 
. 08 
- .  1 8  
- . 30 
- . 2 8  
. 1 5 
. 1 7 
. 29 
- . 24 
. 4 1  
. 22 




Tab l e  4 2 . Re l a t ions h i p  be tween Demograph i c  F a c t o r s  and the pQWL Index . 
Demograph ic Fac tor  
S i gni f i cant r s 
P r ima ry 
Years of Ye a r s  in  Leve l o f  I n c ome 
V a r i ab l e  C a tegory �J{pe t"it:!I1C.:t:! the S<.:l:t<:IQL _��E_<l!Jc a_t:_t().ll�---�t! _ __ _ �'::!!'�_S a l a_!'y 
Mos t  D i s c repant 
To t a l  S amp l e  
Forma l Reward Sys t em 
S t a t u s  
Re cogn i t i on 
Growth 
S c ience Teachers  
Forma l Rewa rd Sys tem 
S t a tus  
Wo rking Cond i t ions 
G row th 
Ma thema t i c s  Teachers 
Forma l Rewa rd Sys tem 
S t a t u s  
Recogn i t i on 
Growth 
- . 20 
- . 24 
- . 1 2 
- . 09 
- . 1 1 - . 3 2 
- . 2 9 
. 20 
. 3 2 
- . 26 
- . 2 2 
- .  1 9  
- . 04 
. 2 0 
- . 3 5 
- . 1 1 
. 2 1  
- . 2 3 
- . 1 2 
- . 13 
- . 30 
. 4 2 
- . 2 3 
- . 2 1 




Tab l �  42 ( cont inued ) .  
Demograph i c  Fac t o r  
S ign i f i c a n t  r s 
P r ima ry 
Years o f  Y�ars in  Lev e l  of  Income 
Variab le C a tegory Exper ience th�  S choo l Educ a t i on �e _ _ __ ___§QJ,!'["I::� _ .  S a l?ry 
L..: a s t  D i s c r�pant 
Tot a l  S amp le 
Job Enr ichmen t 
Work Con t ro l  
Resourc e s  
Sens � o f  Ach ievement 
S c ience Teachers 
Job Enr i chm�nt 
Support S y s t �ms 
Work Con t r o l  
S � n s �  o f  Ach i..:vement 
Ma thema t i c s  Teach�r s  
J o b  En r i chmen t 
S u ppor t Sys t ems 
Work ing Cond i t ions 
S ens..: of Achi�vemen t 
- . 15 
- . 1 9 - . 18 
- .  1 2  
- . 1 9 
. 38 
- . 08 - . 1 3 
-
. 10 - . 09 
- . 1 5 - . 10 - . 3 2 
- . 14 - . 10 - .  1 7  
- . 2 3 
- . 35 - . 22 
- . 22 - . 26 
- . 23 - . 2 6 





Jer ry D .  Barke r , a nat ive o f  S p r ing fi e l d , Ohio , i s  the s on 
o f  Robert  H .  and Mar tha J .  Barke r . He a t t ended pub l i c  s choo l s  in 
Oh i o  and comp l e t ed his undergraduat e  s tu d i e s  a t  The Univers i ty o f  
Tenne s see , Kno xv i l l e . Graduat e  work i n  s c i en c e  and s c ience educat ion 
p r i or t o  ent e r ing the doc t oral progr am was pursued a t  Purdue Univer­
s i ty and The Unive r s i ty of Tenne s s e e , Knoxv i l l e .  During h i s  graduat e  
s tu d i e s ,  Jerry was appointed Res earch As s i s t an t  i n  P lant and S o i l  
S c ience , and s ub s equen t ly i n  Curriculum and Ins t ruc t i on .  
Previous career pur s u i t s have inc l uded r e search in p lant 
breeding , s c ience teach in g  at the s econdary leve l , and var ious 
occupat ions exp o s ing h im t o  a wide range o f  uni que wo rkp l a c e  
c ond i t ions . 
1 9 3  
